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Abstract

This study aimed to design a comprehensive, indigenous, and hierarchical model for evaluating and
ranking the performance of cultural organizations, with particular application to the provincial cultural units
of the Imam Khomeini Relief Committee. This applied study employed a quantitative, descriptive-analytical,
and survey-based design. The study population consisted of managers, specialists, and experts in cultural
management, from whom 30 participants were selected through purposive sampling. Data were collected
using an indicator-identification questionnaire and an Analytic Hierarchy Process (AHP) pairwise-
comparison questionnaire. Content validity was confirmed by expert review, and the reliability of the Likert-
scale questionnaire was supported by a Cronbach’s alpha greater than 0.70. The final hierarchical model
comprised nine main criteria, 57 subcriteria, and 31 provincial cultural units. Criteria and subcriteria weights
were calculated through pairwise comparisons, whereas provincial alternative weights were derived from
objective organizational performance data for 2019. AHP results indicated that “efficiency and quality of
counseling and guidance services” (weight = 0.233), “infrastructure affairs” (weight = 0.176), and “coverage
and quality of educational services” (weight = 0.135) were the three highest-priority criteria, jointly
accounting for more than 54% of the total model weight. The consistency ratio was 0.0107 for the main
criteria, ranged from 0.0001 to 0.031 for the subcriteria, and from 0.0001 to 0.089 for the alternatives; all
values were below the acceptable threshold of 0.10. In the final ranking, Tehran achieved the highest
performance weight (0.0699), whereas Sistan and Baluchestan obtained the lowest (0.0123), indicating a
performance gap exceeding 5.6-fold. The proposed model integrates quantitative and qualitative
performance indicators within a coherent hierarchical framework and provides a transparent, defensible,
and practical instrument for ranking cultural units, identifying strengths and weaknesses, allocating
resources more effectively, and implementing data-driven performance management. The model also has
the potential to be adapted to other cultural organizations.

Keywords: Performance evaluation; Cultural organizations; Multi-criteria decision-making; Analytic
Hierarchy Process; Imam Khomeini Relief Committee.
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Extended Abstract
Introduction
Performance evaluation is a fundamental component of contemporary organizational management
because it provides a systematic basis for assessing goal attainment, identifying strengths and
weaknesses, allocating resources, improving accountability, and supporting evidence-based
decision-making. The importance of performance evaluation is particularly pronounced in public,
nonprofit, and cultural organizations, where organizational success cannot be adequately
represented by conventional financial or operational indicators alone. Such organizations are
expected to generate public and social value, respond to diverse stakeholder expectations, maintain
transparency, and demonstrate that their activities are aligned with their institutional missions.
Research on organizational accountability in Iranian governmental organizations has similarly
emphasized that effective accountability results from the interaction of organizational and individual
factors and requires clear mechanisms for evaluating responsibilities, actions, and outcomes
(Ahmadi & Ebrahimi Ghaleh Ghazi, 2020).
The increasing emphasis on good governance has also shifted organizational evaluation from
narrowly defined activity measurement toward comprehensive assessment frameworks
encompassing transparency, accountability, effectiveness, participation, responsiveness, and
appropriate use of organizational capacities. From this perspective, performance evaluation is not
merely an administrative control mechanism; rather, it is an integral element of governance and
organizational learning. Indigenous models of good governance developed within the Iranian context
demonstrate that managerial frameworks become more meaningful and applicable when universal
principles of management are integrated with the cultural, institutional, and value-based
characteristics of the environment in which organizations operate (Nabaviyan Hamzeh Kalaei et al.,
2022). Therefore, the development of context-sensitive evaluation frameworks is particularly
important in organizations whose missions are closely connected with social and cultural values.
Indigenization is especially relevant in cultural organizations because culture is inherently contextual,
multidimensional, and value-laden. Models originally developed for commercial, industrial, or
Western institutional environments may not fully reflect the mission, priorities, stakeholder
relationships, and normative foundations of Iranian cultural organizations. Evidence from indigenous
organizational research indicates that locally grounded models can better incorporate the interaction
of structural, behavioral, educational, and environmental characteristics. For example, the
development of an indigenous organizational self-leadership model in nongovernmental
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organizations demonstrated the importance of training, organizational context, and internal capacity-
building in explaining effective organizational behavior (Ghoreishi et al., 2024). Similarly, research on
citizens' perceptions of good-governance indicators within Iranian urban service organizations has
demonstrated that organizational and governance indicators must be interpreted in relation to
indigenous and regional conditions (Makvandi, 2018).

International studies of indigenous organizational and entrepreneurial systems further reinforce the
importance of context-sensitive performance frameworks. Comparative examination of Mapuche
entrepreneurship in Chile and Maori entrepreneurship in Aotearoa New Zealand has shown that
institutional arrangements, collective identity, cultural values, and local relationships significantly
shape organizational priorities and performance pathways (Mika et al., 2024). Research on
indigenous entrepreneurship in Australia has likewise demonstrated that organizational value cannot
always be reduced to economic outputs because social, collective, and cultural consequences
constitute fundamental dimensions of value creation (Logue et al., 2017). These findings are directly
relevant to cultural and social organizations, in which effectiveness must be conceptualized through
a combination of quantitative outputs, service quality, stakeholder benefits, organizational
capabilities, and broader social value.

Performance evaluation in such organizations is therefore methodologically challenging. Cultural
performance can encompass counseling and guidance services, educational support, quality of
training activities, stakeholder satisfaction, internal and external organizational interactions, cultural
infrastructure, human resources, financial management, cultural events, and the use of technological
capacities. These components differ both in their measurement characteristics and in their relative
strategic importance. Treating all indicators as equally important may therefore produce misleading
evaluations. A multidimensional performance evaluation framework must not only identify relevant
criteria but also determine their relative weights and integrate them into a transparent decision-
making structure.

The need for systematic evaluation is also closely associated with organizational transparency and
oversight. Indigenous research on public oversight in Iran has identified conceptual fragmentation,
structural deficiencies, and inadequate integration among supervisory mechanisms as important
challenges and has highlighted the need for coherent, contextually appropriate frameworks
(Rezabeygi et al., 2021). Similarly, an indigenous model of organizational whistleblowing has
demonstrated that transparency and organizational integrity depend on a combination of managerial,
structural, behavioral, and contextual conditions (Ansari Pour & Tabarsa, 2022). Accordingly, a
transparent performance evaluation model can serve not only as a ranking mechanism but also as
an instrument for organizational accountability, oversight, corrective action, and continuous
improvement.

The governance literature likewise suggests that multidimensional organizational problems require
integrated models capable of connecting strategic, structural, and operational components.
Research on good governance of cybersecurity in defense organizations has demonstrated the
value of context-specific frameworks for integrating multiple dimensions of organizational
governance and decision-making (Farzamnia et al., 2020). Furthermore, the relationship between
learning-organization practices and leadership in indigenous educational environments highlights
the importance of organizational learning, participation, and internal capacity development for
sustainable performance improvement (Kullan & Mansor, 2020). These perspectives imply that an
effective cultural performance evaluation system should move beyond static measurement and
provide information capable of facilitating organizational learning and targeted improvement.
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These challenges are particularly important for the Imam Khomeini Relief Committee, which
simultaneously performs supportive, educational, social, and cultural functions across 31 provincial
units. Differences among provinces in demographic conditions, infrastructure, human resources,
geographic distribution, technological access, and local capacities make direct comparison difficult.
Consequently, a scientifically structured model is required to integrate qualitative and quantitative
indicators, determine their relative importance, and generate defensible rankings. The Analytic
Hierarchy Process (AHP) offers an appropriate methodological framework because it enables
complex evaluation problems to be decomposed into hierarchical levels and allows expert judgments
to be converted into quantitative priority weights while assessing the consistency of those judgments.
Accordingly, the aim of the present study was to design a comprehensive, indigenous, and
hierarchical performance evaluation and ranking model for cultural organizations using the Analytic
Hierarchy Process, with specific application to the provincial cultural units of the Imam Khomeini
Relief Committee.

Methods and Materials

This study was applied in purpose, descriptive-analytical and survey-based in design, and
guantitative in approach. The study population comprised managers, specialists, experts, and
professionals with experience in cultural management, cultural planning, organizational performance
evaluation, or cultural policymaking. Because the AHP method depends primarily on the expertise
and consistency of participants rather than on large sample sizes, purposive judgmental sampling
was employed. Thirty experts meeting predefined eligibility criteria were selected. Participants were
required to hold at least a master's degree, possess relevant managerial or executive experience in
the cultural field, and demonstrate familiarity with performance evaluation processes and cultural
planning.

Data were collected using two instruments. The first was a five-point Likert-scale questionnaire
designed to identify, screen, and confirm cultural performance indicators derived from the theoretical
literature, organizational missions, and expert consultation. The second was an AHP pairwise-
comparison questionnaire based on Saaty's nine-point comparison scale. Experts compared the
relative importance of the main criteria in relation to the overall objective and the subcriteria in relation
to their corresponding main criteria.

Content validity was evaluated through expert review concerning relevance, comprehensiveness,
clarity, and conceptual correspondence between indicators and study objectives. Revisions were
made before final administration. The reliability of the Likert-scale questionnaire was supported by a
Cronbach's alpha coefficient greater than 0.70. In the AHP analysis, judgment reliability was
assessed through the consistency ratio, with values below 0.10 considered acceptable.

The final model consisted of four hierarchical levels: the overall objective of cultural performance
evaluation and ranking; nine main performance criteria; 57 operational subcriteria; and 31 provincial
cultural units as alternatives. Weights for the main criteria and subcriteria were derived from pairwise-
comparison matrices. To avoid the extremely large number of pairwise comparisons that would result
from directly comparing 31 provinces across 57 subcriteria, provincial weights were calculated from
objective organizational performance records rather than expert comparisons. Performance data for
2019 were used to ensure temporal comparability across provincial units. Final provincial scores
were calculated through hierarchical aggregation of criterion, subcriterion, and alternative weights.
Findings

The AHP analysis identified clear differences in the relative importance of the nine main criteria.
“Efficiency and quality of counseling and guidance services” received the highest weight (0.233;
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23.30%) and ranked first. “Infrastructure affairs,” including planning, implementation, and cultural
supervision infrastructure, ranked second with a weight of 0.176 (17.60%). “Coverage and quality of
educational services” ranked third with a weight of 0.135 (13.50%). Together, these three criteria
accounted for more than 54% of the total model weight.

The remaining criteria were stakeholder satisfaction and feedback (0.117), management of financial
resources and cultural human capital (0.107), methods of delivering educational services (0.085),
intra- and interorganizational interactions (0.062), quality of camps and cultural centers (0.048), and
quality of cultural-artistic event implementation (0.037).

At the subcriterion level, substantial differences were also observed. Within counseling services,
achievement of planned service coverage (0.233) and professional qualification compliance among
contracted service providers (0.194) received the greatest weights. Within infrastructure, quality of
cultural needs assessment (0.245), identification and segmentation of cultural audiences (0.205),
and effective utilization of technology and virtual environments (0.169) were the highest-weighted
subcriteria. Within educational services, achievement of planned coverage among school students
(0.219), coverage among university students and seminary students (0.170), and actions aimed at
returning school dropouts to education (0.156) received the highest priorities.

The consistency ratio for the main-criteria matrix was 0.0107. Consistency ratios for the subcriteria
ranged from 0.0001 to 0.031, while values associated with the alternative-level analyses ranged from
0.0001 to 0.089. All values were below the threshold of 0.10, indicating satisfactory consistency.
Final rankings showed substantial performance disparities among provinces. Tehran ranked first
with a final weight of 0.0699, whereas Sistan and Baluchestan ranked last with a weight of 0.0123,
representing a difference exceeding 5.6-fold. Tehran, Isfahan, Fars, East Azerbaijan, Alborz, and
Razavi Khorasan formed the “very strong” performance group. Mazandaran, Kermanshah, Gilan,
Semnan, Markazi, and Hamadan were classified as “strong.” Kerman, Lorestan, Qom, Qazvin,
Golestan, and Yazd were classified as “moderate.” Zanjan, Khuzestan, South Khorasan, North
Khorasan, Kurdistan, and Illam constituted the “weak” group, while West Azerbaijan, Bushehr,
Ardabil, Chaharmahal and Bakhtiari, Kohgiluyeh and Boyer-Ahmad, and Sistan and Baluchestan
were classified as “very weak.”

Discussion and Conclusion

The findings demonstrate that cultural performance in a supportive social organization is primarily
associated with sustained service quality and organizational capacity rather than with the volume of
short-term cultural activities. The highest priority assigned to counseling and guidance services
suggests that experts viewed direct, continuous, and developmental services to beneficiaries as the
central component of cultural effectiveness. Counseling potentially influences individual and family
capacities more deeply than episodic events and therefore occupies a strategic position within the
cultural mission of a welfare-oriented organization.

The high weight assigned to infrastructure further indicates that effective cultural programming
depends on the quality of the systems supporting implementation. Needs assessment, accurate
identification of target populations, technological capacity, planning, documentation, and supervision
provide the foundation through which cultural activities can become targeted and sustainable.
Similarly, the strong position of educational-service coverage reflects the importance of education
as a mechanism of long-term empowerment. Maintaining access to schooling, supporting students,
and returning individuals to the educational system can contribute to sustainable social mobility and
reduction of vulnerability.
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Conversely, cultural-artistic events and camps received relatively low weights. This finding should
not be interpreted as indicating that such activities are unnecessary. Rather, their contribution to
overall performance appears less fundamental than continuous services and organizational
infrastructure. Cultural events may generate participation, engagement, and short-term cultural
experiences, but without appropriate needs assessment, professional human resources, sustained
educational support, and effective service structures, their long-term impact may remain limited.
The considerable variation among provincial scores also demonstrates that organizational
performance is unevenly distributed. Differences may reflect variations in institutional capacity,
human resources, infrastructure, managerial effectiveness, technological access, local partnerships,
geographical constraints, and socioeconomic conditions. Therefore, provincial rankings should not
be treated merely as judgments of managerial competence. Instead, they should be used
diagnostically to identify areas in which organizational support, capacity-building, or resource
redistribution is required.

Overall, the proposed hierarchical model provides a systematic mechanism for translating a complex
and multidimensional concept of cultural performance into measurable and weighted components.
Its main contribution lies in combining expert-based prioritization with objective performance data,
thereby preserving contextual knowledge while reducing excessive dependence on subjective
judgments in provincial ranking. The low consistency ratios further strengthen confidence in the
coherence of the weighting process.

The model can support transparent comparison among organizational units, diagnosis of strengths
and weaknesses, evidence-based resource allocation, targeted managerial interventions, and
periodic monitoring of performance change. It also shifts performance evaluation away from simple
activity counting toward a broader understanding of service quality, infrastructure, stakeholder
outcomes, and organizational capacity. Consequently, the model may serve not merely as a ranking
instrument but as the foundation for an integrated, data-driven cultural performance management
system. With appropriate contextual adaptation and revalidation of criteria and weights, it also has
the potential to be applied in other cultural, educational, social, and nonprofit organizations.
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