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In the Name of God
Editor's Note

Toward a Rethinking of Organizational Culture Management: From Efficiency to Meaning,
Ethics, and Sustainability

In recent decades, the concept of "organizational culture” has evolved from a rather marginal variable
in management studies into one of the foundational concepts for explaining organizational behavior,
effectiveness, innovation, learning, organizational identity, and institutional transformation. The
experience of organizations in complex and fast-paced environments demonstrates that structures,
processes, and technologies—while essential to organizational performance—do not in themselves
guarantee success and sustainability. What imparts direction, meaning, and coherence to these
elements is a constellation of values, beliefs, norms, symbols, narratives, and behavioral patterns that
find expression in the concept of organizational culture.

From this perspective, the management of organizational culture is not merely a matter of
administering a set of employee behaviors or designing cultural programs; rather, it concerns the
recognition and steering of the system of meaning governing the organization, as well as the ways in
which this meaning system shapes decision-making, human relations, performance, and the future of
the organization.

The contemporary organization operates under conditions in which environmental complexity,
technological transformation, the emergence of artificial intelligence, the changing nature of
occupations, generational diversity within the workforce, the expansion of communication networks,
and rising stakeholder expectations have confronted traditional management paradigms with serious
questions. Under such circumstances, organizational culture is no longer regarded as a merely "soft"
and qualitative concern; it constitutes part of the strategic infrastructure of the organization and a
significant factor in its capacity for adaptation, learning, innovation, and transformation.

Accordingly, the fundamental question today is not whether organizational culture matters, but
rather the more consequential question of which culture, in what context, for which organization,
through what mechanisms, and under what conditions can lead to improved performance and
sustainable development.

The scientific-research journal Organizational Culture Management considers itself accountable to
such questions and endeavors to provide a scholarly platform for the production, critical evaluation,
and knowledge dissemination in this field. This publication does not merely aim to expand the volume
of literature, but rather to contribute to the formation of credible, problem-oriented, context-sensitive
knowledge that can be employed in understanding and solving the real problems of organizations.

Within this framework, we require research that studies organizational culture not as a static
phenomenon isolated from its environment, but as a dynamic system in interaction with structure,
leadership, technology, human resource policies, the institutional environment, and social
characteristics.

Organizational culture does not take shape in a vacuum. Culture is the product of the continuous
interaction among an organization's history, its leaders, its employees, formal and informal structures,
shared experiences, reward and sanction systems, communication patterns, and the social and
institutional context. Therefore, understanding organizational culture entails moving beyond common
simplifications and according serious attention to contextual complexities.

One of the journal's principal orientations is the strengthening of the link between theory and
practice. Management research can fulfill its genuine role only when, in addition to advancing the
theoretical frontiers of knowledge, it contributes to a better understanding of the problems confronting
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managers and policymakers. Hence, the research studies published in this journal are expected to
attend to the real problems of organizations while also resting upon clear theoretical foundations and
sound methodology. In this regard, the concept of “evidence" occupies a fundamental position.
Decisions concerning organizational culture should not be grounded solely in personal perceptions,
scattered experiences, or generic managerial prescriptions. Today's organizations require evidence-
based knowledge—knowledge produced through rigorous methodologies, cognizant of its own
limitations, and capable of responsibly transferring its findings to real-world contexts.

Furthermore, the future of organizational culture management is inconceivable without due
attention to digital transformation and artificial intelligence. The introduction of intelligent
technologies into organizational processes is not merely a technological development; it brings about a
profound change in the manner of work, communication, learning, decision-making, performance
evaluation, and even the very definition of the human role within the organization.

In the age of artificial intelligence, organizations will, more than ever before, encounter the
question of how to strike a balance between harnessing the potential of technology and preserving the
dignity, autonomy, responsibility, and human identity of employees. From this perspective, "digital
organizational culture,” "trust in technology,” "Al ethics," "data literacy," "continuous learning," and
"human governance of technology" constitute themes deserving the serious attention of the
management scholarly community.

Alongside technology, organizational ethics should likewise be placed at the center of
organizational culture studies. An efficient organization is not merely one that achieves its objectives
at lower cost and greater speed; rather, it is an organization that, along the path toward its goals, also
accords due consideration to ethical principles, justice, human dignity, accountability, and the interests
of stakeholders.

Organizational culture, in this sense, can function as the context within which ethical behavior
takes shape. If honesty, justice, accountability, and respect are institutionalized within the actual
system of the organization, culture can become an internal mechanism for the regulation of behavior.
However, if a discrepancy exists between espoused values and the organization's actual conduct, even
the most meticulously crafted ethical charters will exert only limited influence.

Accordingly, one of the significant research topics is the study of the gap between the "espoused
culture™ and the "lived culture"—that is, the divergence between what the organization articulates in
its documents, slogans, and statements and what employees genuinely observe and experience in their
daily working lives.

It should also be noted that organizational culture is not shaped exclusively from the top down.
Employees, professional groups, informal networks, and even customers and external stakeholders
also participate in the production and reproduction of organizational culture. Culture, therefore, should
be regarded as the product of an interactive, multi-level process in which power, meaning, identity,
and shared experiences are continuously redefined.

The journal Organizational Culture Management believes that the management scholarly
community requires interdisciplinary research more than any other time. Understanding organizational
culture will be constrained without drawing upon the capacities of psychology, sociology, educational
sciences, communication studies, philosophy, technology studies, economics, and even data science.

Therefore, this journal welcomes research studies capable of moving across disciplinary boundaries
and offering a more comprehensive portrait of the human being and the organization—research that,
rather than reducing the organization to performance metrics, studies it as a human, social, and
meaning-bearing system.

Along this path, attention to research methodology also holds particular significance.

The nature of the problem calls for drawing upon quantitative, qualitative, mixed, and longitudinal
methods, network analysis, comparative methods, and novel approaches to data analysis. No single
method can be deemed adequate to address all issues pertaining to organizational culture; the method
must be placed at the service of the problem and selected in accordance with the nature of the
phenomenon under investigation.

We likewise emphasize the imperative of strengthening the production of indigenous and context-
sensitive knowledge. The utilization of international theories is essential to knowledge development;
however, the direct transfer of cultural patterns from one setting to another, without due regard to the
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historical, social, institutional, and value-laden context, may lead to incomplete or even misleading
outcomes.

The Iranian scholarly community requires research that, while engaging in dialogue with the global
literature, also brings the real problems of Iranian organizations to the forefront of attention and can,
over time, contribute to the formation of theories and models commensurate with the country's cultural
and institutional context.

In this regard, the scientific quality of a journal depends not solely upon the number of published
articles, but rather upon the quality of the questions posed, the robustness of methodology, the
originality of findings, scientific transparency, research integrity, and the degree of impact achieved by
the knowledge produced. Accordingly, the editorial policy of the journal rests upon supporting
original, methodical, problem-oriented, and ethics-centered research.

We expect authors to undertake research not merely for the sake of producing an article, but to
address a genuine scientific or organizational problem; and we likewise expect reviewers and
members of the editorial board to contribute to the quality of submitted works using a scientific,
impartial, and constructive perspective.

Ultimately, we believe that the future of organizations will not be built through "resource
management” alone; it will be built through the management of meaning, trust, learning, identity,
ethics, and culture.

The organization of the future will be one capable of striking a balance between technology and the
human being, performance and ethics, innovation and stability, the individual and the collective, as
well as short-term interests and long-term sustainability.

From this standpoint, organizational culture is not a peripheral concern of management, rather one
of the most consequential arenas for the future of the field.

In This Issue

The first article addresses the cultural dimensions of male and female employees and the issue of
auditors' professional skepticism, with the moderating role of experience and job position—a subject
that ventures into relatively uncharted territory.

The second article, with an emphasis on the role of organizational culture in building
organizational trust amid cognitive warfare, offers a valuable analysis and represents nascent,
emerging research.

In the third article, the authors present valuable discussions by designing a macro-architecture
model in higher education, with an emphasis on social capital.

The fourth article examines the impact of ethical leadership in addressing the phenomenon of
mobbing within organizations—one of the significant topics within organizational culture.

The fifth article endeavors to design a qualitative model of organizational silence, which, as is well
known, represents one of the most complex, interdisciplinary, and behavioral subjects in management
studies.

The sixth article examines the topic of intercultural strategies and the strengthening of the football
brand; notably, sports management is among the academic disciplines of both this faculty and the
College of Farabi, and the engagement with topics related to sports organizational culture stems from
this consideration.

The seventh article addresses the subject of foresight within defense organizations and
subsequently offers valuable strategies for advancing this model.

The eighth article analyzes the factors influencing harmonious leadership, presenting valuable work
from a research perspective.

We hope that the scientific-research journal Organizational Culture Management, drawing upon
the capacities of faculty members, researchers, students, and managers, will make an effective
contribution to the development of this field—serving as a platform for scholarly dialogue,
constructive criticism, the presentation of novel findings, the bridging of academia and organizations,
and the movement from descriptive knowledge toward explanatory and applied knowledge.

In conclusion, | extend my heartfelt gratitude to all the researchers and scholars who, through the
submission of scientific works, constructive criticism, and novel ideas, contribute to the enrichment of
this journal.
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I likewise wish to express my sincere appreciation to my esteemed colleagues at the College of
Farabi: Dr. Pourrostami, the Deputy for Research and Technology; Mr. Roshanaei; Ms. Sobhani; and
all the other dear colleagues and diligent contributors of this institution.

May this journal serve not merely as a venue for the publication of articles, but as a space for the
generation of thought, theory development, problem solving, and the construction of a more humane,
more ethical, and more learning-oriented future for organizations.

Dr. Hossein Khanifar
Editor-in-Chief, Scientific-Research Journal Organizational Culture Management
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