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Abstract

The aim of this study was to develop a sociological model explaining the relationship between organizational culture and
productivity and to identify its key influencing dimensions in Bank Melli Iran. This qualitative study was conducted using
the grounded theory approach. The study population consisted of experts and scholars in management and sociology, from
whom 15 participants were selected through purposive sampling until theoretical saturation was achieved. Data were
collected via semi-structured interviews and analyzed using three-stage coding, including open, axial, and selective coding.
Credibility and reliability were ensured through triangulation and peer review techniques. The analysis resulted in the
identification of 160 initial concepts and eight core categories forming an integrated and hierarchical model influencing
organizational productivity. Organizational interactions emerged as the most significant dimension (18.45%). Other
influential dimensions included training and human resource development (13.56%), ethical culture and values (10.28%),
motivation and rewards (10.11%), organizational change and transformation (8.76%), responsibility and accountability
(8.59%), information transparency (8.42%), and resource productivity (7.16%). These dimensions collectively and
interactively contribute to enhancing organizational productivity. The findings indicate that organizational productivity in
Bank Melli Iran is the result of a dynamic and systemic interaction among cultural dimensions, requiring a holistic approach
to organizational culture. The proposed model provides a strategic framework for managers to prioritize and implement
cultural interventions aimed at achieving sustainable productivity improvement.

Keywords: Organizational Culture, Organizational Productivity, Bank Melli Iran, Grounded Theory, Sociological Model,
Organizational Interactions, Social Capital, Human Resource Management
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Extended Abstract

Introduction

In today’s highly dynamic and competitive environment, organizations are increasingly required to enhance
their productivity to sustain performance and achieve strategic objectives. Productivity is no longer viewed
merely as a technical or economic construct; rather, it is recognized as a multidimensional phenomenon
influenced by social, cultural, and organizational factors. Among these, organizational culture has emerged as
one of the most critical determinants of productivity, shaping employees’ behaviors, attitudes, and interactions
within the workplace (Cherian et al., 2021; Mohammadi, 2020). Organizational culture encompasses shared
values, beliefs, norms, and behavioral patterns that guide how individuals think, feel, and act within an
organization, thereby influencing performance outcomes at both individual and collective levels (Yandi,
2022).

Empirical studies have consistently demonstrated that a strong and adaptive organizational culture can
significantly enhance workforce productivity by fostering collaboration, innovation, and commitment among
employees (Aduwo et al., 2025). In particular, leadership styles such as transformational leadership have been
shown to shape workplace culture in ways that positively affect productivity and performance outcomes
(Ankitha et al., 2025). Furthermore, cultures that emphasize learning, innovation, and ethical values contribute
to improved organizational effectiveness by aligning employees’ goals with organizational objectives (Ariely
& Tashman, 2023; Firdaus et al., 2024).

From a theoretical perspective, the relationship between organizational culture and productivity can be
explained through several frameworks. Human capital theory emphasizes the role of learning and skill
development in enhancing productivity, suggesting that cultures that support continuous learning and
empowerment can significantly improve organizational outcomes (Sadrkhanian, 2024). Similarly, social
capital theory highlights the importance of trust, cooperation, and social networks in facilitating collective
action and improving performance (Morovati et al., 2018). Institutional theory further suggests that cultural
values and norms contribute to organizational legitimacy and stability, which in turn affect productivity levels
(Moshabaki Esfahani et al., 2019).

Previous studies have also explored the role of mediating and moderating variables in this relationship. For
instance, job satisfaction, organizational citizenship behavior, and knowledge management have been
identified as key mechanisms through which organizational culture influences productivity (bidmeshk et al.,
2022; Niknam & Sadat Naseri 2020). Additionally, adaptive and resilient organizational cultures have been
linked to improved performance in rapidly changing environments, particularly in service-oriented sectors
(Odeh et al., 2023).

Despite the extensive body of literature, there remains a need for context-specific and qualitative investigations
that provide a deeper understanding of how organizational culture influences productivity in complex
organizational settings. Many existing studies rely on quantitative approaches and fail to capture the underlying
social processes and contextual dynamics that shape this relationship. This gap is particularly evident in large
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and complex organizations such as banking institutions, where cultural dynamics are multifaceted and deeply
embedded in organizational structures and practices (Mohammadvand et al., 2021; Ramazani Borukhani et
al., 2025).

Moreover, recent research suggests that productivity in modern organizations is increasingly dependent on
intangible factors such as collaboration, innovation, and organizational learning, all of which are rooted in
organizational culture (Aduwo et al., 2025; Firdaus et al., 2024). Therefore, developing a comprehensive and
contextually grounded model that explains the relationship between organizational culture and productivity is
essential for both theoretical advancement and practical application.

Accordingly, the present study aims to develop a sociological model of the relationship between organizational
culture and productivity and to identify the key dimensions and components influencing this relationship in
Bank Melli Iran.

Methods and Materials

This study was conducted using a qualitative research design based on the grounded theory approach. The
target population consisted of experts, scholars, and professionals in the fields of management and sociology.
A purposive sampling strategy was employed to select participants who possessed relevant knowledge and
experience. Data collection continued until theoretical saturation was achieved, resulting in a final sample of
15 participants.

Data were gathered through semi-structured interviews, allowing for in-depth exploration of participants’
perspectives and experiences. The interview protocol was designed to capture various aspects of organizational
culture and its influence on productivity. All interviews were recorded, transcribed, and systematically
analyzed.

Data analysis was performed using a three-stage coding process, including open coding, axial coding, and
selective coding. During the open coding stage, initial concepts were identified from the data. In the axial
coding stage, these concepts were grouped into categories based on their relationships. Finally, in the selective
coding stage, a central phenomenon was identified, and a conceptual model was developed to explain the
relationships among categories.

To ensure the credibility and reliability of the findings, several validation techniques were employed, including
data triangulation, peer review, and participant validation. These measures enhanced the trustworthiness and
rigor of the research process.

Findings

The analysis of qualitative data resulted in the identification of 160 initial concepts during the open coding
phase. These concepts were subsequently organized into eight main categories and multiple subcategories
during the axial coding phase.

The findings revealed that organizational interactions emerged as the most influential dimension, accounting
for 18.45% of the total frequency. This dimension included elements such as effective communication,
interpersonal relationships, networking, and team cohesion. Human resource training and development ranked
second, with a contribution of 13.56%, highlighting the importance of continuous learning, skill development,
and employee empowerment.

Ethical culture and values constituted the third most significant dimension, with a share of 10.28%,
emphasizing the role of organizational justice, ethical behavior, and social responsibility. Motivation and
reward systems followed closely, accounting for 10.11%, reflecting the importance of intrinsic motivation, fair
compensation, and incentive programs.

The remaining dimensions included organizational change and transformation (8.76%), responsibility and
accountability (8.59%), information transparency (8.42%), and resource productivity (7.16%). These
dimensions collectively formed an integrated and hierarchical system influencing organizational productivity.
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The final model demonstrated that these cultural dimensions interact dynamically and collectively contribute
to enhancing productivity. Improvements in any of these dimensions were found to have a direct or indirect
impact on overall organizational performance.

Discussion and Conclusion

The findings of this study provide a comprehensive and multidimensional understanding of the relationship
between organizational culture and productivity. The identification of organizational interactions as the most
influential dimension underscores the critical role of social relationships and communication networks in
shaping organizational performance. Strong interpersonal connections and collaborative environments
facilitate knowledge sharing, reduce coordination costs, and enhance collective efficiency.

The significance of human resource development further highlights the importance of investing in employees’
skills and capabilities. Organizations that prioritize learning and empowerment are better positioned to adapt
to changing environments and improve their productivity. Similarly, the role of ethical culture and values
emphasizes the need for fostering trust, fairness, and accountability within the organization, which are essential
for sustainable performance.

The findings also reveal that motivation and reward systems play a vital role in aligning individual and
organizational goals. Fair and transparent reward mechanisms not only enhance employee satisfaction but also
encourage higher levels of engagement and performance. In addition, the importance of organizational
adaptability, accountability, transparency, and efficient resource utilization reflects the need for a holistic and
integrated approach to managing organizational culture.

Overall, the proposed model demonstrates that organizational productivity is the result of a complex and
dynamic interplay among various cultural dimensions. This highlights the necessity for managers to adopt a
systemic perspective when designing and implementing cultural interventions. Rather than focusing on isolated
factors, organizations should strive to create a coherent and supportive cultural environment that promotes
collaboration, learning, and innovation.
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