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Abstract

This study aimed to measure and validate the model of jihadi organizational culture in Bank Melli Iran and identify its key
components influencing organizational performance. The research was applied in purpose, quantitative in nature, and
descriptive—survey in method. The statistical population consisted of 337 managers, deputy branch affairs managers, and
heads of departments of Bank Melli Iran, from which a sample of 180 was selected using Cochran’s formula and stratified
random sampling. Data were collected through a researcher-made questionnaire validated by experts, with reliability
confirmed via Cronbach’s alpha values above 0.7. Data analysis was conducted using PLS3 and SPSS software based on
structural equation modeling (SEM). Results revealed a positive and significant relationship among the components and
indicators of jihadi organizational culture in Bank Melli Iran at the 99% confidence level. The main dimensions—truth
orientation, commitment to Islamic and revolutionary values, revolutionary insight, and jihadi behavior—showed strong
explanatory power. Model fit indices (GOF = 0.66, SRMR = 0.004) indicated excellent model adequacy. Revolutionary
insight, jihadi behavior, and truth orientation demonstrated the strongest direct effects on the development of jihadi
organizational culture. The validated model of jihadi organizational culture serves as an indigenous and effective framework
for guiding and empowering human capital toward achieving the bank’s strategic objectives, improving productivity, and
enhancing Bank Melli’s role in national economic and social development. Institutionalizing jihadi values within
organizational structures and processes can promote sustainable cultural transformation within the Islamic banking system.
Keywords: Jihadi Organizational Culture, Jihadi Culture, Bank Melli Iran.
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Extended Abstract

Introduction

Organizational culture has long been recognized as a fundamental determinant of performance, adaptability,
and long-term sustainability within modern institutions (Tadesse Bogale & Debela, 2024). It reflects a system
of shared beliefs, values, and assumptions that guide behavior and decision-making, shaping the identity and
internal coherence of organizations (Abawa & Obse, 2024). In both theoretical and applied management,
culture serves as a strategic resource that enhances commitment, innovation, and employee well-being
(Siswadi et al., 2023). The strengthening of cultural alignment within organizations has been shown to
improve motivation, creativity, and collective problem-solving capacities, particularly under conditions of
uncertainty or structural transformation (Jaganjac et al., 2025).

In societies where religion and ethical norms are integral to collective life, organizational culture cannot be
detached from moral and spiritual foundations. Within the Islamic framework, values such as justice, sincerity,
sacrifice, and responsibility represent not only personal virtues but also managerial imperatives
(Ratnaningrum et al., 2024). This realization has given rise to the concept of Jihadi Organizational Culture
(JOCQ), a distinctive, indigenous model rooted in the ideological and moral heritage of the Islamic Revolution
(Rashidi Al Hashem & Sabouri Kazaj, 2025). Emerging from wartime experiences and Islamic ethics, JOC
integrates spiritual purpose with professional discipline, emphasizing diligence, humility, and faith-driven
responsibility (Almasi Fard et al., 2025).

According to (Mostarhami & Hamidi, 2024), the Jihadi perspective treats labor as a form of worship and
management as a moral duty. It views human beings not as economic tools but as stewards of divine
responsibility whose motivation arises from belief and devotion rather than external rewards. This approach
aligns closely with the principles of ethical and transformational leadership discussed in organizational studies
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(Farsijani, 2025). Within this framework, commitment to truth, discipline, and self-reliance becomes the
essence of organizational strength (Bakhtiarzadeh et al., 2025).

The rise of “Jihadi management” as a national discourse in Iran after 2013 marked a turning point in
management thought, emphasizing moral leadership and collective motivation (Nizamabadi et al., 2023).
This paradigm asserts that effectiveness in Islamic institutions depends not only on skills and resources but
also on the internalization of values such as faith, perseverance, and service (Hamzeh et al., 2024). Numerous
studies have since explored the components, mechanisms, and outcomes of JOC across public, educational,
and military sectors (Qasempour & Viseh, 2020). These studies consistently demonstrate that JOC enhances
organizational cohesion, employee satisfaction, and adaptive capacity in the face of complex challenges.

In the context of modern Iranian banking, which operates at the intersection of economic functionality and
moral responsibility, the establishment of a Jihadi organizational culture appears both urgent and strategic.
Banks, particularly Bank Melli Iran, play a pivotal role in financing production, supporting national
development, and implementing social justice policies. However, their success depends not only on capital and
infrastructure but on the dedication, honesty, and faith of their workforce (Yadgari et al., 2025). In this sense,
embedding JOC within banking operations can improve efficiency, ethical decision-making, and customer
trust (Zeynali et al., 2025).

Empirical evidence also suggests that a cohesive and ethically grounded culture fosters innovation,
productivity, and resilience (Karami et al., 2024). According to (Al Qur'an, 2025), Islamic managerial culture
provides a moral framework for decision-making, aligning strategic objectives with social responsibility.
Similarly, (Abdelwahed et al., 2025) and (Rabbad et al., 2024) demonstrated that Islamic leadership
enhances employee performance through the mediation of organizational culture and intrinsic motivation. In
parallel, (Pourpaki et al., 2025) confirmed that resilient workplace culture acts as a bridge between
organizational values and employee performance.

The broader global literature reinforces these findings. (Sulistyorini, 2024) concluded that faith-based
organizational culture fosters discipline, cooperation, and moral engagement, essential for the success of
Islamic institutions. Moreover, (Jaganjac et al., 2025) showed that organizations with strong cultural
foundations outperform others in sustainability and adaptability. Consequently, measuring and validating the
pattern of Jihadi organizational culture in Bank Melli Iran is not only of theoretical significance but also of
vital managerial and strategic value. Therefore, the present study aims to measure and validate the model of
Jihadi organizational culture in Bank Melli Iran.

Methods and Materials

The study was applied in purpose, quantitative in design, and descriptive—survey in nature. The statistical
population included 337 individuals comprising managers, deputy branch affairs managers, and heads of
departments of Bank Melli Iran. Using Cochran’s formula, a sample of 180 participants was selected through
stratified random sampling. Data were gathered using a researcher-developed questionnaire, whose validity
was confirmed by expert judgment and reliability verified via Cronbach’s alpha coefficients exceeding 0.7.
Data analysis was conducted using SPSS and PLS3 software through structural equation modeling (SEM).
Findings

Data analysis indicated that all components and indicators of the proposed JOC model were positively and
significantly correlated at the 99% confidence level. The main constructs—truth orientation, adherence to
Islamic and revolutionary values, revolutionary insight, and Jihadi behavior—displayed strong explanatory
power. Cronbach’s alpha values for all variables exceeded 0.70, and the model’s overall reliability indices
(composite reliability and rho) confirmed internal consistency.

Convergent validity was verified through AVE scores higher than 0.5 for all latent variables, and discriminant
validity was supported using Fornell-Larcker and HTMT criteria. Structural modeling revealed significant
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path coefficients between all main constructs and subcomponents (f > 0.5, £ > 1.96, p < 0.05). The global
goodness-of-fit (GOF) index reached 0.66, and SRMR was 0.004, indicating a well-fitted model.

Among the constructs, revolutionary insight exerted the strongest effect on the overall JOC framework,
followed by Jihadi behavior and truth orientation. The subdimensions of revolutionary insight—including self-
reliance, rationality, and value-based supervision—showed the highest path coefficients, illustrating their
critical role in shaping managerial ethics and collective motivation. Likewise, the subdimensions of Jihadi
behavior—such as sincerity, perseverance, simplicity, cooperation, and piety—had strong correlations with
organizational commitment and service quality.

The findings further revealed that adherence to Islamic and revolutionary values significantly predicts the
internalization of moral principles in organizational decision-making. Participants demonstrated high levels of
agreement regarding faith-driven responsibility, collective accountability, and dedication to national
objectives. The results confirmed that all dimensions jointly explain a considerable proportion of variance in
Jihadi organizational culture, validating the proposed indigenous model.

Discussion and Conclusion

The findings of this study reaffirm that organizational success in Islamic contexts relies on the integration of
moral values and professional discipline. The strong correlations among the components of JOC demonstrate
that faith-based motivation and ethical conviction are not abstract ideals but measurable factors that directly
influence organizational performance. The prominence of truth orientation in the model highlights that justice,
transparency, and accountability constitute the ethical backbone of Jihadi organizations. When employees
perceive fairness and honesty as institutional norms, trust and collaboration flourish, strengthening
organizational legitimacy and moral cohesion.

Adherence to Islamic and revolutionary values emerged as another crucial determinant of organizational
vitality. This dimension fosters a sense of belonging, identity, and moral duty among employees, motivating
them to view their professional responsibilities as a form of social and divine service. By aligning personal
beliefs with organizational goals, JOC transforms routine labor into purposeful action. This alignment bridges
the gap between individual morality and collective productivity, generating intrinsic motivation and reducing
tendencies toward corruption or negligence.

Revolutionary insight, identified as the most influential construct, reflects the intellectual and moral awareness
necessary for strategic decision-making in dynamic environments. It equips managers and employees with the
vision to recognize societal challenges, anticipate risks, and act proactively. Such insight promotes self-
reliance and critical thinking while preventing moral deviation or organizational stagnation. In practical terms,
revolutionary insight nurtures leaders who are both rational and spiritually grounded—capable of combining
analytical reasoning with ethical responsibility.

Jihadi behavior represents the practical manifestation of these values in day-to-day operations. The emphasis
on sincerity, persistence, simplicity, cooperation, and piety underscores the idea that cultural transformation is
realized through consistent behavioral patterns rather than declarative slogans. This behavioral discipline
enhances teamwork, reduces internal conflict, and fosters resilience under pressure. Employees who internalize
Jihadi behavior perceive challenges not as obstacles but as opportunities for service and spiritual growth,
leading to higher satisfaction and organizational citizenship.

The validation of the proposed JOC model in Bank Melli Iran contributes significantly to both theory and
practice. Theoretically, it expands the understanding of organizational culture by introducing an indigenous
framework that integrates Islamic epistemology with contemporary management science. Practically, it
provides a roadmap for developing human capital policies aligned with national identity, religious ethics, and
strategic efficiency. The model’s robustness indicates that JOC can serve as a foundation for capacity building,
performance improvement, and moral governance across Islamic institutions.
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Overall, the study demonstrates that the institutionalization of Jihadi organizational culture can facilitate the
creation of an ethical, productive, and resilient organizational environment. By embedding Islamic values into
structures, processes, and leadership styles, organizations such as Bank Melli Iran can enhance their social
responsibility, economic performance, and legitimacy. The model thus offers a viable approach to sustainable
cultural transformation within the Islamic banking system, ensuring that organizational development proceeds
in harmony with moral and spiritual advancement.
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