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Abstract

This study aimed to design a competent organizational culture model for the Municipality of Qods County
in light of the rapid and ongoing transformations in the 21st-century work environment. Using a qualitative
research design based on thematic content analysis, data were collected through semi-structured
interviews with 20 experts and municipal employees. Thematic coding was employed to extract and
categorize key components and dimensions of an effective organizational culture. The results revealed
nine main dimensions: customer-centricity, justice and professional ethics, competency and knowledge-
oriented culture, participative and collaborative culture, emotional and trust-based leadership, quality-
oriented and continuous improvement culture, organizational belonging and loyalty, strategic and
membership development, and engagement in work. Essential components included valuing internal and
external stakeholder feedback, procedural and distributive justice, ethical conduct, capability development,
and inclusive collaboration. The study demonstrated that both internal (structure, human capital, systems)
and external (technological, social, political) factors influence organizational culture. The proposed model
offers a structured framework that can guide urban institutions toward greater cohesion, performance, and
sustainable employee engagement.

Keywords: Competent Organizational Culture, Customer-Centric Culture, Municipality, Professional

Ethics, Emotional Leadership, Empowerment, Organizational Justice

Submit Date: 26 August 2024
Revise Date: 23 October 2024
Accept Date: 31 October 2024
Publish Date: 16 November 2024

© 2024 the authors. This is an open
access article under the terms of the
Attribution-
NonCommercial 4.0 International
(CC BY-NC 4.0) License.

Creative Commons



http://creativecommons.org/licenses/by-nc/4.0

Personal Development and Organizational Transformation

VRV

ool MSaa 1) Slole Slbe 5 bajltle (oolg 5 slazxrl (o5l olatl slaas o 53 o5 5 s 038 Ol Y o
Sl 5 oS e sy 2 il S s bl o sete S0 Slesle Sa b ol e o Ll 05 S5
Ol geas bagg,ls ¢ (Renalwin, 2025) &S o Wl Sl cuse Gl 5 6 pdbcul; (Bl ¢l Obojle ol 5 1y Lol ia
Sl K3 S 51 olas s L3l 6555 Olos o 51 S Ol a0 b pedites oS 5 (5 8 Slods &S50 5 s plaslys
Rahimi ) b slg ael,l8 5 elaxl Clae (g e SIUL anw s Sbl Il (6 Kl Jases SV 30 b poned 45 ditear el
(et al., 2024; Rezaei, 2024

3,8 es 5 Jolas ‘(5;5('-:4»@” lataly a5 ol Ololo 055 S 2t slajliy 5 Lasb lajlwia da 5551 1 las sama o loslu Sin 3
(Mg e Oy gaealhe O 53 oS 330 ol b (6 ey il o Sloslu San b dlags s 65 2y 3 (Kumar, 2025) Lk e 513l
das e 0L Lt gla ey (Winata, 2024) L5 Jb dS gla i)l 4 lad = Saeols 5 Slosle 5,850 (gylsl cllas
CSE s bl sl (S e el (Slesle sla sl D alaekid (S IS Comge (S ol S bps S
.(Molavi & Haji Naghi, 2024; Rahpeyma et al., 2024) 55 § » Jow slaltle 55 1 S o5 glacaln
Gl s Sz Jyod glaasl  CnSTE b o 3 0T 1S amiln 2B Slosle San 3035 53 025 5 6l Slalllas
Kim & Lee, 2024; Muralidhar et al., 2024; Vatan ) 11> ast L.l ol el 25 3 5 6 ph s CdS (olen!
Sl 5 1S5 Skt bloe 555 dacy s gale 5 55 alauls 4 L1345 O smmad o goe slaslg S5 (55 51 (et AL, 2024
Haris & Nuraeni, ) . ls 513 Kb o 85Lb b cins 1 8b gladely (5 ,me 53 bolsle ple 3l ie o sl Pr et
OF 2l gl ek gl g Jho b 5 Sn b 55290 Cundy 333 53 v e 4 .(2025; Supendi et al., 2024
Sy geimn Sl 5 WS Joms Slaslg a5 e 53 S50 S

53b sl 3 L Sl gladass 51s o )Lal Do Jos 6l (g5letinn L3 Slosle S 3 18 Connl @ s gl iy
Orero-Blat et al., 2024; ) & 1> Ll wle o o1 5 Slile gosTs (ms Glagste ol ¢l p 6 mie Sabl i Sat
Conslin b il 5 5l eabides Sabablbes K 3 L a0l « Llis 55 .(Velyako & Musa, 2024; Widodo et al., 2024
s s, 5l S sscnlsl (Nishitha & Kavitha, 2024) 4,158 e oSG L all U U gladl 3 mis o
Lol st mman Slods (slaslgs 53 a8 ol (Som 5 ool b bz oo slaslS g3k plosl ¢ Jlosle Kan b Jabe 1k 55 5
28 Ol B e 5l s plenrl g 5L

L1 S lie 5 cudlad (dble (g pm ) sl = O 05 ploadlie L osns 5 s slaslg 55wl Slosle S b
ol oWles (Kiakojouri, 2024; Saharui et al., 2024) 15 S5 o Sz SSE 2B e gl S,
Supendi) das s il s lsbae (K3 4 1y Slesla lsls 5 53S0l QLSS Jid Calis ( Kan b oo (S3luesly o5 Aas s
Sy i 035 S B yw 6 il e s aald Jlesle S s sl oS b sy ol Sl (et al., 2024; Winata, 2024

el Ol g, slazel L 55 s o5l ¢ olarl gl e 213l (gl (63 ol S50

y.v



Sl Jg% 3 53p drugi

Sty Kle (p g S S 3ls Slosle Kb Ciaas b Cosl L3 SIS 18 Jlesle (5, S das e 0L La e
Lyls S lie 5 dially Slosle slaKo b a as IS0 gl el b b 310 g (6 5 gmee BT (e Sl
T b oS gl e sl plaolesle 55 03 54 (Haris & Nuraeni, 2025; Kim & Lee, 2024; Saharui et al., 2024)
RIS (s b plomndl (S Slainns Ll o Sluslezel 5 S feged (5 mn s SSw 51 (S0 g s Jala 55 Olaiisd 51 il
Sgs Slole dgas sl 5 e slis

Kumar, 2025; ) 1L 0ljle Ll als o C2USS 5 ann s plolid » e Lb ategld Jlosle Kan b Sldl s e S
Sl 5 (6 plucd e (BN (S 3k G b 3 g5 OLSLS (gl oS plaolesle daul, ool s (Nishitha & Kavitha, 2024
Renalwin, ) 15,5106 So,m Glotllr plp 03 5 Lols ggmen SIS e lis b oS s slaKin 3 slols liysl o oal 3
(2025; Rezaei, 2024

G 2 Sl 2Ll 5 ol SN (sl Sl (Sl S5l B b s Jlesle S b SSd mda s
WLl o 3505 OLS LS (63,5 kb, o s Kb ol s Ol w0 (Lee, 2024; Orero-Blat et al., 2024) 1:b S ez &l o5
Rahimi ) b CUsL 55 J2ils oy e sbadal 5 5 s G1aSom sl claome L Jolad (slae 50 (OIS slas S ancl 53 il a5
(olle plomdl sLls Ll lagsls g s Slesle Sia 3 oS >k s, oxl 5l (et al., 2024; Vatan et al., 2024
AL oolg 5 (Kb ae gl S bl OS5l 5 Sllee (6 pdiillan]

Ssdomn 3y sn sy Ll B b Boes Lol col 4 8 s s Sion 5o Slosle Kb ossm 3 ala iass ax S1aolal s
Molavi & Haji Naghi, ) wces lag,ls es (g5 pal, éa“ 0> slwesly LB 5 eddgile es g B sl 8L L 5 Liles s
L (Kb Ot (S5 olsl 3 pedites 18 dhanlsa Lag)ls 14 oS Sl JI> 5 0] (2024; Rahpeyma et al., 2024
.(Moradi et al., 2024; Safi Khani et al., 2024) a:0 55| Saxu 55 5 jlhes mie e lde aSb 3L 50,0 s a5 10 )ls
Bl OF e Ol g (513 8 3 anmld Jlosle Soa b (801~ b Saa L ol tagh s 4l el w4 55 L
Calg 53 5 350 Kb cpl (S slaadlse 5 sbal plulid 4 QLSS 5 O 5 b aslas I Jol> slaesls iS Jlow 5 b
35S 13 eslizal 3550 bl gt 3 Slosle sl 5 (S 3lameenal (S Conlw sloaly gl Olsieas Lilg &S das €l s
S S,

Yo Lash onl 53 el ol eslinal el lnl Sl tasn nl SLEST Oldlae bl Cgr Gz ge Sl (6,50 sl
A eslial (6 pdigideal 5 s pdpslazel Glaslae | s Glaslae (5 A plnl amlias

LAMJLA@A‘)%SJ&A‘,}' J&.ﬁ‘;ﬁ wadu)w A JJ.\>

el gy (clmools ssigles 4 4z b gy 5l ol gl amo e 5 oS e s piybece]

a3 g0 it K0 alie glacadse o |y Ghegh glaaidh 6,55 4 cobB o e (g dy Jlal

S oo (e 5 |y 4T Dygo Sl )0 )l 5 Sl g wed e (LS ] e g oy 4 loadly (o yamie o e (60!

ol 0395 Kitnghy 055 (Glas 1S Tz 5 s S gue il o g el (E g Al Sl ol 43S 090 (Gl s 9> 4z b ams o (U &S e g pdy B
il 453,55 3 i drlno (438, 0yl by s yob AL 55 i U s A3 o ks 45l i,

Yoy



Personal Development and Organizational Transformation

L eslaal 6)|.1§JS_5VJJ?1>JJZ)))'\ il e 0 bl Slaalian 5 2 &S s AS leedls Lo slinl) 53 iomen
el 0l Olo Y s S5 O Ayl b oS

Sl 5 O Ll Y b 5 O8Ol b 53 ol gl &S ol S5 03V s g el gl (915 4 OLSLI I OB 55 4L
S e rg eslsl 5 a3l el (sl B (615t 303 o lae SIS YVHr s 55 ed (6 e bl ol 45 S )3
ol s 8 Slosle wdB (g5ls el .ol BV0 s ﬁék%&]‘;”ﬁwdsw‘“)*irvw‘:*?uv)d)b;@-j@* wly
A S oS b oS el e g b Olesla cpl olsl S ste 3l sdge 4 Ly B g olsl 5 A el VYPAJLL,s oS
ol adlaie O s g adge w adlaie a o)lal & el wilee Y Lol B (gl g 558 o Sl w3

@ Jolos pBaplS fay Aol Y o

plasl o5 Ay

([05)] O yg0 )Q)Lmodb Qo; ;_Ay..i,a - e L ud..n Ll \ O M}; 9 4d -\
osls duze dxlllas 5 adgl dslllas -
Al ooyl iy -
b B s 5 ) NS0S Cozlr slging- G MSAS g adsl slaas ol (¥
PSS lni e S -
ools Jl> 6“’;}.’.5 6)‘3595 -
las B b Laas” 3ol - el Sl 5 92 g Cen (1
e 00 6)|;\f_\f sl isu )l wa.: C‘,.z....:"' =
b el g 2Vl -
T S L s Slsen JyS 5 (o - Sled Al s 5 (F O e 5 g p25 =Y
s (39,5 <5y -
s (e)aids o
s (le)asas ot 5 Lol

Lo (6, 158ab 5 iy - Sesles oSt b (6
Slel Al geds g hnogs -
Ol e 3 raite lo g Sles 4 jasils - SIS s P O pleol g oS 5 Y

osls Ll sledigas 7l Sl -
I oo 3] a5 ool G5 5t -

Laasl
Sl s Ol e (551,43 OUSLS 5 08 1 51,8 Yo Lodplonil slaalias o 51 ol s o ta g5 cnl glaanil s )
plomil SGles 4 s 5 LS ol el cad GBS OT b s an § o) po Osaniee o (o 5l eslizad b b o ol 35 8 e
ol sl S sl g ool gd aas js asld Slesle ;f..a)_e SIS sladdd e 5 sl Ll > o ol s ol Cius Lol sl
el o S5 ol 5 (63 B0Le (933 sk 55 o g olie Sl aS sl Gt Sl SO wiasls Jlesle K b a8 ol
(sl S Sl G ame DL s Sleledsss cealiy sla il O Jaled sl 4 Olesle S KL g e 3 slayl

vof



Sl Jg% 3 53p drugi

4.“5A &LJU‘

G 4 oSS g9 57 (S e
& o b bL3 I
Slebs a9 Slosle 09,0 Gl 4 Sy LI
Olesbe 092 9 Slosle 0959 Oyt ka4 (3l )
Slosglye 5 sms sty Sl (39 (oS> slad > g lae
aise; plad o (glad > DI
atd (Sumld olus] Sy Gl Kam B g (uiallys
Oyles 9 (RIS (5392 59,
oHle Lzl 3l
Olejls 5o dazr Gl (65,5 4
wrlos g 55U au>, &S g 5 Lo S 8
897 o gl g aclil
s (6, Sen Lo gl
SEble Gigp anuss sloslezel 5 able 500,
Jes 9,88 0 célas
LS @ azgi g (ol a8
S 0588395 g olaiel
S 4 S e (5,55 ol e 3528 9 (6970 kS Sim b
&l
Olesbe @ (sl Slosbe 908 513, 5 (5)lalsy (Bl S b
Olojbo & 3las ol
Srdegiae 5 (oulidai by
an 9 ool slad sl Cogasdnnys § S5l sy
Ob) 9 Sowgy (eSS o8l ohag & e (sl (50 loles b ol
aied s Kin s ki las glacled 5 o8,
&sbwasailss 50 o 150
S5k o
el anngs
S g oli b 6Bl
ookt sla s
&y
g 3 Soalon
S abbl
PR e
sl s e
Slejbe 55k
e,
Sl S a5 IS
aolis Gl
Sl i
Sl ey 08 ST
L3, )l 8

ARIA



Personal Development and Organizational Transformation

So e (S fot

il Sulo, plaat ol Olajle SO Lo BLII 5l a0 a5 5l 31 AS 0 SGS a8 sl (ol e G oo 10
A8 e i LB 5 S ol g 5l Culem 5 golal bl e e Slasle b 0S5 S Gl il
5 bl Glaly )3 5SS slac b planil Slms a4 (o peis iie LS o a0 03 555 0L pie ) O 53 6 S pemnss
iy g |y 0L mie 5 S a3 Caenl 2wy 4 sl Ol pde (Schein & Schein, 2017) wisb o Gas 0L zie syl sls )l
3 0L rie glaaal ot 5 bajls plalid Jos 4 58 sewS Ol 5 aobsla (oLl a2 il 5 Liles S0 S 5o B 5 Ol
5 Sl odd ;S15 55k G 0581 O e Sl 3 I 5 o it b A s s il Ayl b Gy b ) Lo &
.(Ridley et al., 2001; Sabuhari et al., 2020) .l L,15L co pie 55 5565 e

Sl > BNy s

Ko b sl 53 & alse 5 (SO S Ol e @3l 3 S e 3l el Ol Kin p 6 Sl 4 Slosle Jlae o 5 Lawms
Sl 5 Sl dadal s 48 L,50 ol d 4 B oSS oS pme ol ol Slosle Slie Ol el ol s 58 Olesle
S Ka sy 380 G Sl e astls ol JS ok 4 s s w3 s G G a s AVsle o 4 Olasla 3 g e
.(Skrinjarié, 2022) 5,108 o sl 4 8 as e 55 QLSS sl 5 e L6 LgLAwT 5 asldS b p amel> 5 a0l
Shwnlsy sl amslr 53 0 SUE G > o 3 (glad = G ol s s 5s ol Gilual 5l Scidls a5 b s (g5
534S als Olojle o alasl (g5 m L oboel 50 L €S 5 S Bl amal 3 0L e ol s 5 SLdl 8 s
)SJ;.MMS‘_B“)U-H__,JMJQ):A:M;_-J{@;»u.sﬁMlPQb}uQTQWwaLﬁjﬁij)ﬁjﬁajomwc;yﬂ);
Olesle (1) Slaginem ¥ Jlesle Kan 3 .Y (633 G ) ils il 23

SrSorr bl 0l (S 5 ot B AS o 5005 Olesl 5 3550 oo Olaslor 05 4 355 L33 45 Sl (Slater 1 p2ie (63,3 3D
Lot Sl il ola sz 5 bas jr (6l3] Slapigm S aomeie 5 S5 et sl iisel 5 s3lebal i 8 il plaayl s )
6)}!@}@Lg)b\L;LAW.zﬂf&ﬁﬁquéugyj@jui\;gWgé%\éuﬁﬁ Loy s Ol a0 5 e
Son b 348 oo duo o, O3 5 000 5550 5 oglae e 53 855 5 (63,3 G Culis (gl 355 gl 3D s Olejle & ol
s 2 AST S o sl 5 S O g s 5 s S 5 3,8 B s L Gl i sl Jlel 4 S bl
.(Thompson & Richardson, 1996; Yaghoubi Noor & Kouchakzadeh, 2005) 5,5 L 5L 5 s 5!

Soge il Koy goiall g

3 gn IS S|l 20l 3ls sy gemn SIS STR31OT 5 4 S o S a3 e slal g SHIs S L o0l sl
e 3 e 53 S an 5 5L Bl b 5 T s e ealitad w35 Ko 55 Shas 30 lp 5 25b e OIS 25
S 5 o5l 6l ool sl 5 ax 5 opl »esdle (Schein & Schein, 2017) 1S o plaze 05 511 555 b jise w3
13 a3 31318 S sl 3515 el OIS S S Ol Olosle 43 Shes it b oM ol el sl 3

23U Gl 5 5 e SSOlie pde i 2l 3 Ceslie Ll sl 0 |, Ol b aen a5 Cosl (g5 i 4SS Of s

v.s



Sl Jg% 3 53p drugi

e SIS Sin i ST kS 5801 sl XS o ) GEI STE L s ) (Sl Llg e Sledlbl g5
Srdoolanl ( Slr bl 5wl oysme 2l Kon bl (108w s 530 31 o 3505 ol e 0 oS oLl Lol ajls 2506 & 5L
,LP;.x,ngousjtsdyyrﬁ}gﬁﬁmdyjtvﬁ«s@lﬁ)xM;&,Qwu@;ﬂg.vus&,mﬁb_,;u)gﬁ}a,
Son b Lol gy oS dted gt ao bagal (oa b oS a0 5 ol 5 LT« dales o Lod Gladl iy osdle
.(Yaghoubi Noor & Kouchakzadeh, 2005) 5 5 aals= L1, 555 il

Gl 5 oSl @fé

Ol mshan pled 53 e 5 S Lie Kan 3 05y odhas Dl kS 55 iy 45 Sl 0l S5 95 @ pad e nl 035!
SUS S 53 5 315 55 503 el (68 ol 3 Olejlo sliae) S Ly S 5Lae a5 (TN Y Lo 5 el 55 sl 35 50
.(Yaghoubi Noor & Kouchakzadeh, 2005) &S s sl Oljle 4 Cond i dgn 5 &Sl 5 Cod gts ole]
Sluslazel 5 dble (5

bl s 1y Sble Kea b Ol o C;U 03 eyl Jxe Slesla Kb sl o ) JQSU de Oblisl sk 5 (5 a, S
el Slsbezel 5 ible 5 bt Slosle Oaus g rke 4 Jle Slacwdst 1S opd e Ol ois el ol e (5,
OLSLIS 5 gt a0 Slasads 5o ()bl 5 dead ldbsls el 5 colo, Sl o 1) ol A sluslazel 5 Lible ()
P uf;}mf s olazel (able aaa 5l (ghiee g (el I8 5 a8 (3l cL;<;~.J_L.i Jewdsle gy g5 o L;Lﬁufjw Sols
(Steers & Osland, 2020) 0| K5 sl 555 Cases oS 3 xa

P 352 5 (S P LS Sin b

S sl ples S e aom s Lol il ool o & S80S olis 0T 3,108 05 5 o pgde 5145 ol GUST 5 il 0315 2okS
3 oD e sl (el A5 oS Wl e s a4 B i Ss Sole a il Ol e glagl s ol b ol L YIS
s 15 kS il (5 e a5 s st b a5 58 8 5 35500 g0 (e 3l kS 33l o350 s (ol 5 s
53 0Ll S &l lajls 0T L Gate 15 Sledst b a5 A o8T g ar OUT (lasls 515 L 15 Ob a8 ol cnl by 3510
WJJV.@AJ{.YJJ'\L&,\:{LZ ol ails Coglans (gl 059 «;-j.?wtyp}»mzw Sledst SLILYE Wy w8 Sl
35 gn Tand g 3 g 53 om0l 30 5 0058 (Sl 2 ge pds 5l ol e DL &S B e Sl fol pl Sles 2 Cmis 5 S5 I5SS
(Ridley et al., 2001) ol ils

Slile Xy 18, 5 by (G S

by e Slalllas 55 55 Slesle (5,88 Sl psehe e Dlalllas 53 e Gblss ) 5eb 5 (solegs R it (S8 sl b Olejen
e b e 6 15 e SESIS (a3l (55 e (sl ) (sl 5 o5 oSy ion el 455 515 e el 4

Lol &S pl w0 a5 Olesla 6)ﬂ_\,j...uﬁ6):.:~a L;,t;&jmizdjwjgtjbu@.mpu\; Sledst iS5l (g xhe Syl

I, Janssen

Y-y



Personal Development and Organizational Transformation

2 NS b s Jale sl S 0l e Wl 55 (VYT (Sl Sl Al bolesle case 5l slaely 1 S Ll s
(Ridley et al., 2001) el Slojle K b Jlosl 5,65 ks,

5 0L, Ola L5l 5 OLS,IS B3| ahos (s B 48 Gy g5 5 Lajlid,y ol 45 ool e il o Sledst labeslo sl ol b
(Wilenius, 2006) tas il 15 0L 2

S 928 dn § 9 S5 fl dn

a5 Db e glaolesle S o ot Lol 4 L Sl 45 ls e sd 5 (9015 5Ly o (Ko 2 glaos S 51 gyl sl sl 3l
3okl 5 A8 B |y Sy 5 el (slad & A8 s 1 bl (518 L L Olesl s plnil | Sy g an s 5 S
Sy 3 ens w can gl 1 g Glacis b e Olgie S Sl ) plen (B30 Ll AS e e S Sles glans)
Sonp ol s b londie b s ol (S 3 1 518 8 080 lacdled 5o il Lot Olejle 8 sl 065 5 Sy
S om0l g S

OB s 04 85

dan 53 1) Gl mbie ol 5 tias oo 1S5 (1S (slaos S ssmme 2 15 Ol il oo diedl 5 1) OLES1 31 i 31 glaolesla
aon 53 ol 3l S e bl Oloslar o Sy 51 lool Olse 4 1) 555 5 o dgmte OLELIS 4 Olojlu (slael dias o dan s lea.ﬂ
Olo3los SBlal b Legitons 0T IS 5 ol 30 0L 3 o ol Slaganas ol 5 1> G2 (68 roaal 53 45 IS oo ol - 5hann
.(Sarah, 2006) 5 ls & 5,

hies @l il JUs 1 Gt slad b Sty e SVob (6555 5 g0 Sl b uelias s 5 OB B L ol
OLEs &S el ks +/ADS S U o s s S anlie SuSo by b plonil it Oliiee Jaus g5 (SIS (o oLL
AL e Gt glaasl 055 Jgd LB s

S S ot y Loy

Gloaslas Los 5l Jol> mls o wdd Ol gl (60lo 68 3wl Jlojle S 3 S > b (rasn ool ol G
Jols 55508 LS-'\*-;-*;’.,')L;’.'L”&‘MQ-L‘)’ ao s u.':bjb&Aﬁ«S:b()Lij 6)@.54;“,;“);“.1»5)')}()@)?})&5)15@“\.2?[?&
(S35 S atems 3 sagr Slunlezsl (a8 Hlie () gyl Ka (gl > G 5 Sl (g gmn(S it il (g3date sl
gl Al DS S e laslSs 5 Sl 25 51 O ganae o Sl eslimal sbal cpl A3l o SIS 55 008 855 5 (Sl ann s
ABL axdls 0k 1S3k 5 Sl pdpillanl goletle b aggols g s anmls Sl Kb aS Wals Ol 5 L

5 Slopdbl sl SN 5 Olesle ool O rie Olgea D15, 4 (555 48 ol Ol gl () somes it . el )
Gleslsy 3505 AST & ol Ll ea (Winata, 2024) iass b asl opl ol ategls Kin 3 ool 05,1 51 S 0UT culss,
Safl ) (omen 3L anils S 505 Ols et Glasl » & cud (San b (6,8 ISS okt osee Slods glallesle 3 0L is
JWQMJJOTEEJC‘P}&:}MJ‘QJw&b‘)&;wljjtjw‘w Sl s s ‘_S;.h,éd-)w)b (Khani et al., 2024

Lles S AT Slesle

YA



Sl Jg% 3 53p drugi

e s Lo (slaesls Gull a5 antls ol e mls 53 badl e n Fage 5SS Ol 5 slad - 3D 5 e s
S el 5 losla slezel sl (sl glaly Oloslo - slane oled 53 (glad > G @ o3l ol o wy (glosslm 5 55 ((slaus)
Slole Ka b 6,8 IS gl (S e Olgsas |y SN (5,0, & 5l Jlsean (Kim & Lee, 2024) axlas b asl ool ool
5 Sleole lus oS 5l Ol 58 6 Kis 8 Cxs s (Rahimi et al., 2024) e ss iomes (LS o b me o M 5 e
308 o 6 sl o gas o gmal 5 (63 B ST Lok i oty OUS IS (glad > U,

xals AST ol S5l Gl 5w e Il 2305 Slassssa Condl s OB USES i ) g jils b b 5 Subiall 55 s 3
5 e ils Kb o st alaly < Sl ol S5 slaeS 5 1 slardllas 3 & ol 85 (Rezaed, 2024) glaasl b =k ol
S w8 o AST Il 2By o 53 oSl Kas 58 s L (Renalwin, 2025) cuames sls 0L 1) (g508 (ol
s (Son 5 J o ol Sl i sl 5 G

i b bl e il ool 5 S ST i (5Ken 5 o smansd SIS g DS s las (s)lKen 5 Sl dn 53
o el s QLSS 5 Sles 3 40 2 a3 adkioslen 53 Solie Kool 0L &S el (Saharui et al., 2024)
Goan oS Wsls 0Lz Ty Kb SOl mal glacy 5o Jds 53 (Orero-Blat et al., 2024) wdlews 555 o mex < gs
il gr Spslin oo SN g ol 53 1) Olasle ( (Sl sl S35 Joges b Glosle0r sy

5 Sl (3l 4 ddls ST OB S ES i cils gl el oLl el S 53 5 slslezel 5 ible (g e
Haris & Nuraeni, ) @B L sl el gmecdlie 5 Ao S L S gl 53 She Jolge ( blime slazel 5 OLS)S
s Gopdy 5 Slosl 5 Shas o g a4 ible 5 31 5o (6o, S Ll LS L35l e jlie 53 &8 ol Ll yoa (2025
&) Ol pig Olgens 1)l Kap Lol jon Jlimys 5,8, 30 (Widodo et al., 2024) addlas cioean LS oSS Jlmes
ol 0 S plalis s Sae

Bl ol L5 AST g sls S b oS 5 e Sote 30 bl o) OB pdelan et S50 5 (S0 el odS A 5
20 oo iz (s 5 esls o LS 5 sl Kas b sls olis S 5415 il gsees (Orero-Blat et al., 2024) Lia s L
5l Sl Sa s o8 Wles S uST &5 pl » Muralidhar et al., 2024) ezan 55 oal 3 bobsle sl sl
S el Sl A8 slerr! plicd g LISl o £ 55 pnd 53 L5 e liadila

dgms 5 Slosle plonndl Lo 53 SIS 31 (gladl 5o Ol o OB ASES jLin (g 31 500 Glosle (s e 5L, 5 (bl Gt K b
OUS,IS agms 5 Slosle dioms K b Ol aal; oS 5405 3y (Velyako & Musa, 2024) jiass U baasl ool s als s
e s il ol ol 53 Olesle Cwslie Lls o Jole 55 ol Ol Coie  Stan a5 Sl 0305 OLES 5058 s |,
3Gk AR s s sl |y Sl Ko g sla pastli ress SESS Sl eslinal b glasdllas 5 50 (Kiakojouri, 2024)
el o3 8 AST Olesle 5555 ploen]
6“0)J§61ﬂ6ﬂ‘)6uw}uc)ﬂ|6wﬁbﬁ\éﬁ\bdw‘j&}}:@.uLJEJQOM;)b}&;‘ﬂN\W)&.L;:&.:&L@:’J}.EJJJJ

(Supendi et al., 2024) .aas il 1 Ol 4 s STl ula] 5 OUS LIS @S5l Ll 5 o lbLs | s cudlas 5 (il

Y.q



Personal Development and Organizational Transformation

5 S5 ol SRl sl Al e KuG b b s mlem a5 Slms (s o dlesls 0L il (slalllas s 5
2 Slsle Kb s o,mly g il e olean LSS 033 » (Moradi et al., 2024) jioes L5 0S8 oSl
Loz S AST Jezws anw s 6l T lad

wils by 5 Joles (g sty (bl Ll (ol e 3 i Slojle Kan b & das o OLES 5l tasn laal of gazms )
W Jad cols, ) Jaos sl 5 (e OS5 Jlws uﬁ'@g i) S, Dbl ole Wl aS sl
solerrl wlo e il o Shae i)l gl g3l ol Olgea Llg e S cpl S 13, dsle (eS8 Lae 5 (6,550
3,8 15 eslinad 350 Lagsls g o Cand o ge slazel slal 5 ¢ Sleslu0s)s

S ol kB 0T (slaasil ol (Sos 45 50 (ol Ol ) ol (513563 S s OF 55503 (Gl ol Slaassios 51 (S0
Gres Slaesls Sl 5 OISl L s alias 5 i AS ) comamen LAEL 43I s ges Sladt glaOlle b bagsls g Ko w
Sass mbe s Sl Cussdee S5 g Sl ls Ul Sash ek 5 OB WAl (558 e b o Ll sl a3
83 GBI el Gas 5 20 Sl o8 3 (JaSe (8 il 3l) (S 5 5 4V sla o ) e

5 O3l Syam uime i glajlnl 5 2 glas sy b Sl adlas ol s eddall Jde (ST glatasn 53 a8 e slede
o e ages glalg b b jed Ko lagl et Glole Sa b L1 Jae cpl Gl O35 e e 2,5 15 i sLzs
ol 2 Dol s Bl Mde oS s g dald S s WIS e 5 (S5 W S bS5 S Glats) S el
ol edul (63 S Gla tass sl Gl OMis s uls 5 Glole s Shee sla o ls b odd plulid sl Ols alasl; o
sl

Sl S sl S b S oLlie 5 ool el (slaly L s Glesle S sl (sl bagsls e dle o la0be sl
ol 5l eslinal (paman .l IS SLIBI I ible (5, glaclee 5 Slosle Slte (gles > SIS o ¢l el
oy Kl g Sledst sladals 3 (65T 5l Cale 5 (BLI sl 55l (s3leblis  Glasla (s e 5l s 5 Sl p 55K
b 53 DS S Sl 5 Slesle VS Bl b seen (Sn b (53512l 005 (Zalg 03 058 Slesle S oLy s ol
el Sl ol 6Bl 5 il ge Lol b s O

Sk g S

Ll Jos a0 S, 5 S5 s S alan b sy ol plomil 53 &S SLS sl

Ot 55 S e

D5 W) LSy 55 Oy 5 oS Wl 2SS 3

8’\:.0 oo\

2,0 55y bl sLaS mjf@ ol anlllas rL?d\)s

A (5l

el s S uley ras el 5 L5 L das e I J sl ol tagn e eled s

AR



Sl Jg% 3 53p drugi

Extended Abstract

Introduction

In the contemporary organizational landscape, characterized by rapid technological disruptions,
global integration, and increasingly complex stakeholder demands, the concept of organizational
culture has evolved from a peripheral concern to a central determinant of institutional performance
and adaptability. Scholars and practitioners alike have emphasized the significance of cultivating a
robust and competent organizational culture as a means to achieve strategic resilience, digital
readiness, and stakeholder satisfaction (Kumar, 2025; Orero-Blat et al., 2024; Renalwin, 2025).
Municipalities, as local governance institutions entrusted with the direct delivery of urban services,
public infrastructure development, and community well-being, operate in an environment where
public accountability, operational efficiency, and citizen engagement are paramount. As such, the
alignment of internal cultural systems with external environmental demands is not a luxury but a
strategic necessity (Haris & Nuraeni, 2025; Rezaei, 2024).

Organizational culture is understood as a shared system of values, beliefs, and behavioral norms
that shapes how work is performed, how authority is exercised, and how employees interact both
internally and with external constituents (Lee, 2024; Muralidhar et al., 2024). In the context of public
sector organizations like municipalities, culture plays a pivotal role in mediating the effectiveness of
service delivery, the responsiveness to citizen needs, and the success of reform initiatives. Studies
have demonstrated that competent organizational cultures—marked by inclusivity, accountability,
adaptability, and ethical conduct—are positively associated with improved organizational outcomes
across sectors (Kim & Lee, 2024; Moradi et al., 2024; Safi Khani et al., 2024).

Recent research has highlighted that public organizations facing digital transformation, increasing
demographic diversity, and rising citizen expectations must adopt cultural models that not only
support performance but also foster innovation, emotional intelligence, and participatory governance
(Nishitha & Kavitha, 2024; Supendi et al., 2024; Velyako & Musa, 2024). In this light, the development
of a context-specific, empirically grounded, and theoretically coherent model of competent
organizational culture for municipalities has become a critical research imperative (Kiakojouri, 2024;
Rahimi et al., 2024). This study, therefore, was conducted to design a comprehensive model of
competent organizational culture for the Municipality of Qods County, Iran—a rapidly growing urban
jurisdiction dealing with the complexities of service demands, citizen interactions, and internal
organizational challenges.

Methods and Materials

The present study employed a qualitative research design utilizing the thematic content analysis
method to explore and conceptualize the dimensions of competent organizational culture in the Qods
County Municipality. Data were collected through in-depth semi-structured interviews with 20
participants, including senior administrators, departmental managers, and subject-matter experts
with extensive experience in municipal governance. The participants were selected using purposive
sampling based on their familiarity with organizational dynamics and cultural practices within the
municipality.

The analysis followed a systematic multi-phase coding approach, including familiarization with data,
generation of initial codes, identification of themes, thematic mapping, definition and naming of
themes, and finally, synthesis into a cohesive cultural model. To ensure credibility and dependability,
coding was conducted by multiple researchers and verified through cross-comparative techniques.
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The validity of findings was reinforced through member checks, prolonged engagement with the field,
and alignment with theoretical literature.

Findings

The thematic analysis yielded a multi-dimensional model of competent organizational culture
composed of nine primary dimensions, each encompassing a set of specific components.

1. Customer-Centricity: This dimension reflects the municipality’s orientation toward citizen
satisfaction, including elements such as respect for stakeholder input, effective internal and
external communication, and proactive engagement with public feedback.

2. Justice and Professional Ethics: The study found that procedural, distributive, and
interactional justice—along with adherence to professional ethics—were fundamental to
building trust and fostering a positive cultural environment.

3. Empowerment and Knowledge-Based Culture: Organizational learning, continuous skill
development, and the systematic creation and application of knowledge were identified as
cornerstones of a competent culture.

4. Culture of Participation and Collaboration: This dimension emphasized the importance of
open dialogue, team-based work structures, and cross-departmental collaboration in
fostering a sense of shared responsibility.

5. Emotional and Trust-Based Leadership: Leadership styles characterized by empathy,
emotional intelligence, authenticity, and appreciation of employees were viewed as central to
cultural competence.

6. Quality Orientation and Continuous Improvement: A strong emphasis on innovation,
change-readiness, and service quality improvement emerged as essential cultural features.

7. Organizational Belonging, Loyalty, and Citizenship Behavior: Cultural markers such as
employee identification with the organization, organizational loyalty, and voluntary behaviors
aimed at organizational enhancement were recurrent themes.

8. Strategic Development and Inclusion: The model included provisions for diversity, equity,
and inclusion, such as leadership opportunities for minorities and women, as well as culturally
responsive participation frameworks.

9. Engagement in Work: The final dimension focused on job involvement, team formation,
capability development, and alignment of employee goals with organizational mission and
vision.

Each of these dimensions contained multiple sub-components that were synthesized into an
integrative framework aimed at enhancing organizational alignment, employee well-being, and
service excellence.

Discussion and Conclusion

The findings of this study underscore the need for a systemic, inclusive, and strategic approach to
shaping organizational culture within municipal institutions. The nine dimensions identified through
empirical analysis reflect not only the operational needs of the Municipality of Qods County but also
resonate with global understandings of what constitutes a competent and adaptive organizational
culture. In particular, the model integrates classical cultural attributes—such as ethical behavior,
team orientation, and leadership integrity—with contemporary imperatives like digital adaptability,
inclusivity, and employee empowerment.

One of the most striking insights of the study is the interdependency between cultural dimensions.
For instance, without justice and ethical leadership, attempts to cultivate collaboration or innovation
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may fail due to distrust or demotivation. Similarly, without customer-centric values, the alignment
between internal organizational activities and external service expectations remains fragile. This
holistic perspective indicates that competent organizational culture is not a static set of values but a
dynamic interplay of structural, behavioral, and contextual factors.

Moreover, the research highlights that municipalities, given their public mandate and visibility, must
pay particular attention to the ethical and participatory foundations of culture. Citizens are not merely
service recipients but active stakeholders whose perception of organizational fairness, transparency,
and responsiveness shapes institutional legitimacy. Therefore, embedding emotional intelligence,
cultural sensitivity, and equity in leadership and employee conduct becomes not only desirable but
indispensable.

This model also brings forward the importance of a learning-oriented environment, where knowledge
sharing, innovation, and adaptability are institutionalized. In a world marked by constant change,
municipalities need cultural systems that are agile and forward-looking. Empowering employees,
nurturing their capabilities, and involving them meaningfully in decision-making processes cultivates
a culture that can withstand external shocks and internal complexities.

In conclusion, the model of competent organizational culture presented in this study offers a practical
and theoretically robust framework for municipal reform and capacity-building. It provides
policymakers, administrators, and practitioners with a blueprint for diagnosing cultural gaps,
designing tailored interventions, and institutionalizing sustainable organizational practices. Future
efforts may benefit from testing this model in diverse municipal settings, integrating it into
performance assessment systems, and aligning it with strategic planning initiatives to ensure
coherence, accountability, and long-term effectiveness.
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