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Abstract 
The study explores the effect of organizational culture on organizational development in public 
universities in Jordan. Higher-education has a critical role in Jordan's economic growth and the future 
prosperity of the nation. The literature indicates the lack of attention to culture in relation to 
organizational development, particularly among public universities in Jordan. Very few studies have 
relied on quantitative research methods such as Structural Equation Modeling (SEM) in educational 
research to examine the different relationships among constructs in the model established on the 
basis of the theories. Thus, this study explored the impact of organizational culture (OC) on 
organizational development (OD) in Jordanian public universities. The study drew on Handy’s cultural 
model as there has been a little research on the effect each of the four types of culture on 
organizational development. Accordingly, we developed and tested four hypotheses. 354 
questionnaires were collected from administrative and academic members at three public 
universities in Jordan. This study in fact pursued a rigorous process to support the construct validity 
of the measure by employing EFA as well as CFA using both SPSS and AMOS-SEM.  The results showed 
that out of the four types of culture, role culture, task culture and people culture had positive and 
significant impacts on organizational development, whereas power culture had a negative and 
insignificant effect on organizational development in Jordanian public universities. Thus, it could be 
concluded that higher education professionals should establish the values of organizational culture 
among the employees of Jordanian public universities in the higher education system in order to 
ensure organizational development since it could influence the whole society. 
Keywords: Structural Equation Modeling (SEM), Organizational Culture, Organizational development, 
Jordanian public universities. 
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Introduction  
Different types of organizations such as non-governmental, governmental, international, and political 
have a key role in the development of the country. In fact, they can impact the long and short term 
stability and development of the country. Thus, prosperous organization is an important parameter 
in developing the nation (Ilieş & Gavrea, 2010). Some organizational development frameworks have 
been hypothesized from theories since early 1980s. The theory of Organizational Culture is one of 
the proposed theories. Organizational culture stresses behaviours and values that lead to the 
development of psychological and social environment in an organization.  Needle (2004) notes that 
organizational culture involves the collective values, beliefs, and principles implemented by the 
organizational members. It is also a final product of such factors as product, history, technology, 
market, type of employees, strategy, national culture, and management style.  Culture consists of the 
organization's vision, norms, values, symbols, systems, assumptions, language, habits, and beliefs. 
According to this theory, each organization with its own culture is fed by the concrete dimensions of 
the organization such as the values among members in the organization (Serpa, 2016). Organizational 
culture has a critical role in supporting a creative environment. It reflects the way things are practiced 
and is also affected by certain aspects of management such as the organizational structure, the 
leadership style, management of employees, and the systems of knowledge strategy (Forcadell 
Guadillas, 2002). Tidd et. al. (2001) argue that managing cultural change demands more development 
and discussion because many process innovations require main changes in the way things are 
practiced here. Every organization demands employees' commitment since it is a vital element in the 
effectiveness of an organization (Habib et al., 2014). Provide that the organizational culture enjoys a 
good level of flexibility, it will provide employees with such a working environment that they could 
work more efficiently and independently. A well-structured organization supported with a strong 
culture could help the members feel like they have strong role in the process (Tănase, 2015).  
 
Higher-education in Jordan has a critical role in growing the economy of the country as well as the 
future prosperity of the nation. Nevertheless, educational centers in Jordan are facing challenges 
such as resource constraints, globalization, rapid growth of information technology, and increased 
competition (Al-Zawalif, 2012). They have also faced a limited financial support from the government 
and/or other sources in the Jordanian higher education. Innovation and initiative have been limited 
due to the lack of consistent long-term strategy at the universities as well as universities' slight 
autonomy which has been highly centralized and controlled by the Higher Education Ministry. 
Practicing strategic plan, research activities, and quality assurance at universities also appears to be 
considerably unsatisfied and slow (Batarseh, 2011). This indicates how significant it is for every 
university to introduce changes effectively and systematically. To do so, the universities have to make 
holistic and integrated efforts, which engage all the stakeholders, in order to facilitate progress and 
excellence in higher learning institutions. Therefore, it is crucial for the organizations to study 
organizational development that includes various dimensions such as organizational structure, 
technology (Philbin &Mikush, 2000), strategic change management (Degnegaard, 2010), and human 
resource management (Cummings Worley, 2014). As a result, there is a urgent need for 
organizational development among both organizations and individuals to overcome these problems, 
to help organizations survive and gain its goals effectively and efficiently. more importantly, 
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organizational culture impacts organizations and the way they approach problems and their 
adaptation to their environment. Therefore, their success in the global operations requires 
organizations to know the cultures that they are carrying on business with (Sabri, 2015). 
 
Based on the literature review regarding organizational culture conducted prior to this study it 
became apparent that much of the research conducted has thus far has not been primarily conducted 
by scholars in the academic organization's field (Alattas & Kang, 2015; Isa, Ugheoke, & Noor, 2016; 
Mohd Izhan, 2015; Umrani, 2016). As a result of this finding this work assumes that, of the 
interventions and research conducted, little has been conducted by practitioners of the 
organizational development field especially in the context of whole systems approaches to these 
institutions. Accordingly, the present study aimed at examining the impact of organizational culture 
on organizational development in Jordanian public universities. In doing so, this study used Handy’s 
cultural model since limited efforts have been made to explore the effect each of the four kinds of 
culture on organizational development. 
 
The present study tries to answer the following research questions: 

• What is the impact of power culture on organizational development in Jordanian public 
universities? 

• What is the impact of role culture on organizational development in Jordanian public 
universities? 

• What is the impact of task culture on organizational development in Jordanian public 
universities? 

• What is the impact of people culture on organizational development in Jordanian public 
universities? 

 
Literature Review   
Organizational Development  
Organizational development is a change approach based on a specific to assist organizations to 
improve and grow their efficiency (McLean, 2005). Organization development has been accepted as 
a typical terminology in management studies since 1960. Although, organization development has 
not been specifically defined or explained as a field in the dictionaries or the Encyclopedia Britannica, 
it has endured some turbulent times and it will be widely used for the predictable future. Although 
not defined in the popular dictionaries, the Encyclopedia of Management Theory has provided a clear 
definition for organization development (Burke, Noumair, 2015). According to French and Bell (1973), 
organizational development is a sustained effort to advance the organization's renewal and problem-
solving, especially through a more collaborative and competent management of organization culture 
with particular emphasis on the members' culture, with the help of a change catalyst or agent, and 
the adoption of technology and theory. on the other hand, Brown and Harvey (2006) define 
organizational development as a long-term endeavor by an organization to deal with change, address 
and solve problems, and renewing itself via an efficient management. according to these definitions, 
organizational development is in fact a prerequisite for any organizations and it is derived from the 
demand of the cultural change in each period and raises social awareness. 
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Further, Philbin and Mikush (2000) refer to organizational development as the process through which 
an organization undergoes in order to increase the internal capacity to perform effectively in its 
mission and to survive over the long term. This definition reflects the obvious association between 
the success of an organizational mission and organizational development process. 
 
The Importance of Organizational Development 
Organizational development has a vital role in helping an organization survive in a dramatically 
changing world (Blair et al., 2002). It is a field of study which addresses changes and how they impact 
the organization as well as its members. Effective organizational development could help 
organizations and individuals to deal with change. Strategies could be created to make team-building 
efforts, a well-planned change, and the practices of organization. Over the last years, organizational 
development has steadily grown and been geared towards solving problems in organizations. It surely 
is a significant element in improving and changing organizations. Schien (1992) notes that 
organizational development is as a planned change process which is managed from the top and that 
it needs to consider both the human and the technical aspects of the organization. Organizational 
development has its origin in sociology, psychology and intensive studies conducted by many 
researchers; its primary concern is to know organizations and their members. 
 
Concerning the key role of organizational development in educational organizations, the literature 
usually emphasizes the major contribution of organizational development to education. However, 
there is a still a debate over how organizational development could function and what are its basic 
elements. This debate is more critical among educational organizations which are supposed to be 
more open to learning and development as compared to other organizations (Kilmann, 2001). 
 
Organizational Culture 
The term culture was derived from a Latin world colere or culture and it means growing, cultivating, 
and caring. The first academic research on organizational culture could be dated back to 1930s 
(Durgun, 2006). However, formal writing on culture was done by Pettigrew (1979) who first 
introduced the concept of anthropology in the study of culture and showed how interrelated 
concepts such as myth, symbolism, and rituals could be employed in the organizational analysis (Lee 
& Yu, 2004). Since then, the concept of organizational culture has been widely adopted by 
researchers (Aksoy et al., 2014). 
Organizational culture has been described from various aspects (Abu-Jarad et al., 2010; Schneider et 
al., 2013). For instance, Geert et al. (2010) view organizational culture as a process that help produce 
one member from another based on cognitive thinking. According to Schein (2004), on the other 
hand, Organizational culture is the success guidance on the basis of various norms and values which 
make culture effective in gaining the organization goals. Further, Kotter et al. (1992) refers to 
organizational culture as the set of behaviour, beliefs, values, and norms which contribute to 
organizational effectiveness. Organizational culture is also considered as a system of values, 
assumptions, attitudes, and norms shown via symbols. The organization members need to adopt and 
develop such a system through mutual experience. It assists them to find the meaning of the world 
around them and how to perform in it (Janicijevic, 2011). Aksoy et al. (2014) note that the 
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organizational culture is a set of values which are formed not only by the behaviors and manners of 
every single member in the organization but also by the behavior and collective attitudes of the 
organization in total. Aktas et al. (2011) also described it as a set of values, norms, attitudes, and 
belief that impact organizational behavior. Therefore, we view organizational culture as a 
fundamental pattern of shared beliefs, values, and assumptions which are regarded to be the 
appropriate way of considering and acting on opportunities and problems in the organization. 
 
The Importance of Organizational Culture 
organizational culture is one of the most critical elements that affect organizational development. 
Organizational culture teaches the individuals to learn, feel, and establish the principles, patterns, 
expectation, norms, and behaviour which increase high levels of achievements by helping find the 
desired solutions (Schein, 1992; Armstrong, 2006).  Organizational culture comprised of crucial 
unstated assumptions that members of an organization have in common. The main and common 
assumptions are beliefs and values. Beliefs are concerned with assumptions about reality and have 
root in and strengthened by experience. On the other hand, values pertain to assumptions about 
ideals which are worth striving for and desirable (Muya & Wesonga, 2012). Organizational culture is 
so critical since it is the most fundamental parameter in defining an organization. Many organizations' 
members define their organization this way. Nowadays, business environment is so demanding due 
to its quick fluctuating demands which cause many corporate and mergers to restructure, thus 
causing the most employees to feel unimportant in the process of chain management. A well-
structured organization, which benefits from a strong culture, could help the employees to feel their 
vitality in management process. A strong culture is as critical as having the knowledge of when a 
change is required. Every employee has to adopt a proactive approach and to do their jobs side by 
side with the other members so that a desirable and successful change of organizational culture 
occur. The result of such a change is proper solutions which assist the organization to change 
according to a certain plan and also to begin a new expected growth period which appears due to the 
change. The main goal of all of this is that the organization thrives and reaches its objectives and this 
is possible when values and rules are firmly established and followed within the organization. 
Accordingly, we perceive the significance of values in organizational culture (Tanase, 2015). 
 
Dimensions of Organizational Culture 
Many typologies have been proposed for organizational cultures by different researchers (Schein, 
1990; Cole, 1997; Wallach, 1983; Hofstede, 1980; Denison, 1990; O'Reilly et al., 1991; Schwartz, 
1981). Handy (1996) classifies four types of organizational cultures: power culture, role culture, task 
culture, and people culture (Davidson, 2003). Power culture is concerned with to what extent a main 
character (i.e. a leader) impacts others members in an organization. Role culture, which is 
bureaucratic in nature, defines how work is to be planned and process to be followed in order to 
carry out tasks successfully. This organizational culture does not advocate using initiative in doing 
duties. Task culture is considered a job-centered organizational culture because the organization 
effectiveness is known on the basis the expertise level of the central figure compared to personal 
authority. People culture, known as individual centered, is based on the idea that an organization has 
come to help individuals and not vice versa. Thus, this study relied on Handy’s cultural model since 
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limited efforts have been made to study the effect of each of the four types of culture on 
organizational development. 
 
Research Methodology 
The research method used is quantitative, and using research instruments based on the Learning 
Inventory model in the School developed by Selmes (1987). The questionnaire items have been 
adjusted according to the suitability of the learning system in SMA. Data were analyzed using 
Structural Equation Modeling (SEM) with IBM-SPSS-AMOS program version 21.0. SEM is formed with 
two main models namely measurement model and Structural model. Before the SEM test is tested, 
prior adjustment tests should be made to ensure that the tested indicator actually represents the 
measured construction. There are two main analyzes  that were applied before the SEM analysis is 
performed: (1) Exploration Analysis Factor (EFA), and (2) Confirmation Factor Analysis (CFA). 
Validation factor analysis (CFA) is a test of measurement model to ensure that each construction 
meets procedures such as validity and reliability for each experiment being built (Kline, 2016; Awang, 
2015; Chua, 2014d; Byrne; 2013; Hair et al., 2006; Schumucker & Lomax, 2004). Comparison of model 
measurement is essential to ensure that any latent construction in this study is compatible with the 
data studied before SEM can be continued (Kline, 2016; Awang, 2015; Schumucker & Lomax, 2004).  
 
The structural model is considered to be in accordance with the research data when the chisq/df 
value is less than 5.0 (Marsh and Hocevar, 1985). The structural model is also considered to 
correspond to a GFI value greater than 0.90 (Joreskog and Sorbom, 1993). The value of RMSEA is very 
good if it is smaller than 0.08 (Hair et al., 2006; Browne & Cudeck, 1993), but still less than 0.1 (Byrne, 
1998, 2013). Bentler (1990) also recommends receiving CFIs over 0.90. But the CFI value between 
0.80 and 0.89 is still at the margin received. To verify the model developed, the boostrapping value 
is determined. According to Bollen & Stine (1992), the developed model is considered to have validity 
when the bootstrap value exceeds 0.05 means there is no difference between the data collected from 
the sample with the proposed model. Therefore, the proposed model is valid based on data collected 
from the research sample. 
 
Research Findings 
Analysis of the Impact between Building Power Culture, Role Culture, Task Culture and People 
Culture 
The SEM Procedure provides two types of output namely graph output and text output. There are 
two types of graphical output i.e. showing the standard regression value between the constructs and 
also showing the regular regression values. Both have their own uses. Figure 1 shows the standard 
regression weight findings while Figure 2 shows the typical regression value as a result of the SEM 
procedure. The formulas of both output types are described in detail. 
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Figure 1: SEM Findings Shows the Standard Regression Value between Constructs 

1)  An important summary of the SEM findings in Figure 1 (standard regression): 
a)  The R2 value for the "Organizational Development" (OD) construct is 0.76. This shows four 

predictor constructs in the model (see arrows) namely "Power Culture" (PC), "Role 
Culture" (RC), "Task Culture" (TC) and "People Culture" (PPC) contributed 76% to " 
Organizational Development " (OD) population in the study. 

 
b)  The correlation value between the two free constructs in the model shown by double-

headed arrows is as follows: The correlation between PC and TC is 0.24, PC and RC is 0.04, 
PC and PPC is 0.26, TC and RC is 0.8, TC and PPC is 0.44 and RC and PPC is 0.64. This shows 
that the SEM model is valid and has no multicollinearity problem. 

 
 Figure 2 shows the findings of the regression value between the constructs in the model, to 
construct the required regression equation and make hypothesis testing later. 
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Figure 2: SEM findings show regression values between constructs 

 
2)  Essential summaries of SEM findings in Figure 2 (regression value): 

The regression equation for Organizational Culture (OC) and Organizational Development 
(OD) are as follows: 
 
a)  OD = 0.50TC + (- 0.07)PC + 0.42RC + 0.14PPC (R2 = 0.76) 

The researcher then test each hypothesis proposed in this study. Table 1 shows the estimates of the 
direct effects of the effects of each independent construct on the constructs in the model as shown 
in Figure 2 above. 
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Table 1: Regression Coefficients between Constructs and Probability Values (p) 

Construct  Constructs Estimate S.E. C.R. P Label 

OD <--- TC 0.957 0.120 7.956 0.001 Significant 

OD <--- PC -0.067 0.046 -1.456 0.146 Not Significant 

OD <--- RC 1.026 0.117 8.753 0.001 Significant 

OD <--- PPC 0.398 0.094 4.221 0.001 Significant 

   *** Significant value at the level of significance, p<0.001 
The Table 2 shows the results of hypothesis testing of direct effects of free constructs on dependent 
constructs. The hypothesis testing in Table 2 is based on SEM findings from Figure 1 above. 
 

Table 2: Hypothesis Testing of Direct Impact between Constructs 

Hypothesized Path (Direct Effect Hypothesis) P Decision 

H1: Power culture has a significant impact on organizational 
development in Jordanian public universities. 

0.146 Not 
Supported 

H2: Role culture has a significant impact on organizational 
development in Jordanian public universities. 

0.001 Supported 

H3: Task culture has significant impact on organizational 
development in Jordanian public universities 

0.001 Supported 

H4: People culture has a significant impact on organizational 
development in Jordanian public universities. 

0.001 Supported 

 
Impact of Power Culture on Organizational Development 
Table 1 shows that Power culture has a significant impact on organizational development in Jordanian 
public universities with regression value estimation (β) is -0.067 at significant level of 0.146 
(Estimation=-0.067, CR=-1.456, p<0.001). This means that the Power Culture has no positive and not 
insignificant influence on the organizational development. The findings of this study indicate that the 
construction of Power Culture has no positive and not insignificant effect on the construction of 
Organizational Development. 
 
Impact of Role Culture on Organizational Development 
Table 1 shows that Role culture has a significant impact on organizational development in Jordanian 
public universities with estimated regression value (β) is 1.026 at significant level 0.001 
(Estimate=1.026, CR=8.753, p<0.001). This means that the construction of Role Culture has a positive 
and significant influence on the construction of Organizational Development. This means that if the 
Role Culture increased by 1 unit, Organizational Development will increase by 1.026 units. The 
findings of this study indicate that the construct of Role Culture has a positive and significant 
influence on the organizational development in Jordanian public universities. 
 
Impact of Task Culture on Organizational Development 
Table 1 shows that Task culture has a significant impact on organizational development in Jordanian 
public universities with estimated regression value (β) is 0.957 at significant level 0.001 
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(Estimate=0.957, CR=7.956, p<0.001). This means that the construction of Task Culture has a positive 
and significant influence on the construction of Organizational Development. This means that if the 
Task Culture increased by 1 unit, Organizational Development will increase by 0.957 units. The 
findings of this study indicate that the construct of Task Culture has a positive and significant 
influence on the organizational development in Jordanian public universities. 
 
Impact of People Culture on Organizational Development 
Table 1 shows that People culture has a significant impact on organizational development in 
Jordanian public universities with estimated regression value (β) is 0.398 at significant level 0.001 
(Estimate=0.398, CR=4.221, p<0.001). This means that the construction of People Culture has a 
positive and significant influence on the construction of Organizational Development. This means 
that if the People Culture increased by 1 unit, Organizational Development will increase by 0.398 
units. The findings of this study indicate that the construct of People Culture has a positive and 
significant influence on the organizational development in Jordanian public universities. 
 
Conclusion 
Overall, the hypotheses were tested. The carried out on the Inference analysis findings show Role 
Culture, Task Culture and People Culture, have a positive and significant impact on organizational 
development in Jordanian public universities, but the Power Culture has no positive and not 
significant impact on the organizational development.  However, this study has practical implications 
for the Jordanian public universities and academic and administrative members. Thus, it could be 
concluded that should establish the values of organizational culture among the employees of 
Jordanian public universities in order to ensure organizational development since it could influence 
the whole society. 
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