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Abstract

This study aimed to develop a model of effective organizational culture with a psychological approach tailored to
governmental organizations in Mazandaran Province. An exploratory sequential mixed-method design was used. In the
qualitative phase, grounded theory was applied through semi-structured interviews with 25 experts (12 selected via snowball
sampling) and analyzed usingopen, axial,and selective coding. In the quantitative phase, 357 participants were selected via
stratified random sampling from 5,912 managers and employees based on the Krejcie and Morgan table. Data were collected
using a researcher-made questionnaire with 65 items across 6 dimensions and 13 components. Content validity was
confirmed through expert judgment and CVI/CVR indices, construct validity through exploratory and confirmatory factor
analyses, and reliability through Cronbach’s alpha and composite reliability. Data were analyzed using SPSS, PLS-SEM,
and MAXQDA. Confirmatory factoranalysis showed thatthe “causalconditions” d imension had a significant factorloading
(t=8.220, p=0.43, R>=0.37). The PLS model identified two key causal factors: human-centered leadership style and
managerial vision and insight, both directly and indirectly shaping psychological organizationalculture. Managerial vision
and insight had a factor loading of 0.960 and a path coefficient of 0.980. Path analysis confirmed significant paths from
human-centered leadership to causalconditions (t=319.871), managerial vision to causalconditions (t=343.374), and causal
conditions to psychological organizational culture (t=25.064). Strengthening human -centered leadership and managerial
vision playsa decisive role in developing an effective psychological organizationalculture. Culturaltransformation requires
not only structural change but also shifts in managerial mindsets. Investing in leadership training, coaching, and feedback
can enhance organizational culture, psychological well-being, motivation, creativity,and sustainable competitive advantage
in governmental organizations.
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Extended Abstract

Introduction

Organizational culture, defined as the shared values, norms, beliefs, and behavioral patterns governing
interactions in organizations, serves as a foundational pillar influencing employees’ attitudes, motivation, and
performance (Chalmers et al., 2025). In governmental organizations, where complex structures, formalized
hierarchies, and public accountability create substantial operational challenges, cultivating an effective
organizational culture is crucial for improving efficiency, job satisfaction, and psychological well-being
(Iskamto, 2023). Research emphasizes that culture is not merely an abstract organizational phenomenon but
a strategic mechanism shaping human and intellectual capital, which are vital drivers of sustainable
performance in the twenty-first-century organizational landscape (Huang & Huang, 2020; Popescu &
Kyriakopoulos, 2022).
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A psychological approach to organizational culture has emerged as a promising paradigm that integrates the
human side of organizational functioning with structural and procedural aspects. This perspective emphasizes
employees’ psychological needs, emotional experiences, and motivational dynamics as central determinants
of organizational climate and performance outcomes (Ahmad et al., 2025; Prochazka et al., 2025). Evidence
suggests that psychologically supportive and human-centered cultures promote trust, safety, creativity, and
engagement, thereby strengthening organizational commitment and reducing burnout (Blom & Curseu, 2025;
Kyambade et al., 2025). Conversely, rigid hierarchical and control-oriented cultures have been associated
with heightened stress, emotional exhaustion, and diminished motivation, which ultimately erode
organizational performance (Ahmad et al., 2025).

Despite the growing global recognition of this paradigm, studies on organizational culture in Iran have
predominantly focused on its structural, strategic, and ethical dimensions, often neglecting its psychological
foundations. Forinstance, (Ansarietal., 2025) highlighted causal, contextual, and strategic conditions shaping
organizational culture in educational and therapeutic centers, while (Niazi et al., 2025) identified components
of sustainable culture such as ethical leadership, social responsibility, and stakeholder engagement. Similarly,
(Mousavi, 2025) emphasized managerial commitment, value adherence, and goal clarity as key factors in
entrepreneurial tourism organizations. These studies underscore the importance of managerial values and
strategic clarity but do not sufficiently address psychological drivers such as intrinsic motivation, perceived
justice, or personality traits.

Research has increasingly shown that personal psychological capital—comprising self-efficacy, hope,
resilience, and optimism—is a crucial predictor of constructive behaviors and positive attitudes at work
(Prochazka et al., 2025). Employees with higher psychological capital are more likely to display creativity,
cooperation, and engagement even under stressful conditions. (Karimi, 2023) further notes that personality
traits such as conscientiousness, emotional stability, and openness influence how individuals interact, manage
conflict, and build trust within organizations, thereby shaping the psychological environment that supports
culture development. In addition, (Kiakjoori et al., 2025) found that organizational culture strongly affects
knowledge management capabilities, with cultures fostering trust and learning significantly enhancing
knowledge sharing and organizational learning.

From a leadership perspective, human-centered and participatory leadership styles have been identified as
essential catalysts of psychological organizational culture. (Mokhchy et al., 2025) showed that leadership
style, alongside knowledge sharing, significantly drives organizational performance through cultural
pathways. (Wardana et al., 2024) also confirmed that school principals’ leadership style and organizational
culture jointly influence teacher performance, highlighting the synergy between leadership and culture.
Complementing this, (Kyambade et al., 2025) showed that socially responsible leadership enhances
psychological safety and job satisfaction, creating an enabling psychological environment. These findings
resonate with the notion that leaders shape culture primarily through their values, mindsets, and interactions.
Moreover, research on ethical and supportive cultures shows their role in fostering psychological safety, which
is critical for encouraging risk-taking, innovation, and learning. (Blom & Curseu, 2025) demonstrated that
even simple ethical culture interventions significantly improve psychological safety and innovation outcomes.
Psychological safety allows employees to voice opinions, share knowledge, and take responsibility without
fear of negative consequences, while its absence breeds silence and conformity. In the Iranian context,
organizational culture often combines Islamic-Iranian values with modern managerial practices. (Javanmard
et al., 2025) illustrated this in a model of the Ground Forces’ organizational culture, showing the integration
of ethical, social, and managerial components. This underscores the need for culturally grounded yet
psychologically informed organizational culture models.



NNb drgd 9 S (i igal

Given this backdrop, the present study addresses a major gap in the literature: the lack of a localized model of
organizational culture with a psychological approach tailored to governmental organizations in Mazandaran
Province. By identifying the causal factors underpinning psychological organizational culture, this research
seeks to bridge structural and human aspects, offering a framework that integrates leadership, managerial
mindsets, and psychological factors to enhance organizational effectiveness, employee well-being, and
innovation.

Methods and Materials

This study employed an exploratory sequential mixed -method design. In the qualitative phase, grounded theory
was used through semi-structured interviews with 25 experts in organizational culture and organizational
psychology, of whom 12 were selected via snowball sampling until theoretical saturation was reached. Data
from interviews were analyzed using open, axial, and selective coding to identify key dimensions, components,
and indicators. These findings informed the design of a researcher-made questionnaire comprising 65 items
across 6 dimensions and 13 components. In the quantitative phase, 357 participants were selected through
stratified random sampling from a population of 5,912 managers and employees based on the Krejcie and
Morgan table. Content validity was verified using expert judgment and CVI/CVR indices, construct validity
via exploratory and confirmatory factor analysis, and reliability through Cronbach’s alpha and composite
reliability. Data were analyzed using SPSS, PLS-SEM, and MAXQDA to examine factor loadings, path
coefficients, and predictive power.

Findings

Confirmatory factor analysis revealed that the “causal conditions” dimension had a significant factor loading
(t = 8.220) with a standardized coefficient of 0.43, explaining 37% of the variance, confirming its construct
validity. The PLS model identified two core causal factors of psychological organizational culture: human-
centered leadership style and managerial vision and insight. These components exerted both direct and indirect
effects on the development of psychological organizational culture. Managerial vision and insight exhibited a
factorloading 0f0.960 and a path coefficientof 0.980, emphasizingits critical role. Path analysis demonstrated
three statistically significant relationships: human-centered leadership — causal conditions (t = 319.871),
managerial vision — causal conditions (t = 343.374), and causal conditions — psychological organizational
culture (t = 25.064). Moreover, the high path coefficient (0.772) between causal conditions and culture
indicates that strengthening these factors substantially enhances psychological organizational culture. The
results suggest that managers with open, transformational, human-oriented, and future-focused mindsets create
an environment conducive to employee psychological well-being, motivation, creativity, and performance.

Discussion and Conclusion

The results demonstrate that the development of an effective psychological organizational culture in
governmental organizations is primarily driven by two causal factors: human-centered leadership and
managerial vision and insight. These factors shape the psychological context within organizations by fostering
trust, empathy, and a shared sense of purpose. Managers with human-centered and transformational
orientations cultivate environments where employees feel valued, safe, and empowered, which in turn fos ters
creativity, engagement, and commitment. This aligns with prior research emphasizing the pivotal role of
leadership in shaping organizational culture and climate (Kyambade et al., 2025; Mokhchy et al., 2025;
Wardana et al., 2024).

The strong predictive power of managerial vision and insight (path coefficient=0.980) highlights that cultural
transformation depends not on superficial behavioral adjustments but on deeper cognitive and attitudinal shifts
among managers. Leaders who embrace future-oriented and human-centric mindsets provide psychological
security and support, thereby enhancing motivation and reducing burnout (Ahmad et al., 2025; Blom &
Curseu, 2025). These findings are consistent with studies showing that ethical and supportive cultures promote
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psychological safety, which is a prerequisite forinnovation and learning (Blom & Curseu, 2025). Furthermore,
the study supports the proposition that psychological organizational culture serves as a bridge between human
capital and performance outcomes (Huang & Huang, 2020; Popescu & Kyriakopoulos, 2022).

The results also resonate with Iranian research showing that organizational culture must be multidimensional
and contextually grounded. Studies have emphasized integrating ethical, social, and managerial dimensions
(Javanmard et al., 2025; Mousavi, 2025; Niazi et al., 2025), while this study adds that psychological factors
are equally critical. By demonstrating the causal influence of leadership style and managerial vision on
psychological culture, the findings extend prior models, offering empirical support for embedding
psychological components within organizational culture frameworks.

Practically, the study underscores the importance of leadership development programs focusing on servant,
authentic, and transformational leadership to strengthen empathy, trust-building, and future-oriented thinking
Coaching, feedback systems, and self-assessment tools can help managers align their behaviors with
psychological and cultural objectives. Structurally, aligning HR policies and performance evaluation criteria
with human and psychological factors can reinforce cultural change.

In sum, this study bridges a crucial gap by identifying the psychological causal factors of organizational culture
in Iranian governmental organizations. It shows that cultural transformation requires not only structural
reforms but also deep shifts in managerial mindsets and psychological competencies. Strengthening human -
centered leadership and managerial vision can enhance psychological well-being, innovation, and
organizational performance, providing both theoretical validation and actionable guidance for policymakers
and leaders aiming to foster psychologically supportive organizational cultures.
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