
American Journal of Engineering and Technology Management 

2025, Vol. 10, No. 4, pp. 59-68 

https://doi.org/10.11648/j.ajetm.20251004.12  

 

 

*Corresponding author:  

Received: 27 August 2025; Accepted: 12 September 2025; Published: 17 October 2025 

 

Copyright: © The Author(s), 2025. Published by Science Publishing Group. This is an Open Access article, distributed 

under the terms of the Creative Commons Attribution 4.0 License (http://creativecommons.org/licenses/by/4.0/), which 

permits unrestricted use, distribution and reproduction in any medium, provided the original work is properly cited. 
 

 

Research Article 

The Role of Ethics and Organizational Culture on the 

Cognitive Empowerment of Managers 

Fatemeh Eghbalmehran
1, * 

, Abass Eghbalmehran
2 

 

1
Faculty of Literature and Humanities, Bu Ali Sina University of Hamedan, Hamedan, Iran 

2
Faculty of Literature and Humanities, Shahid Chamran University of Ahvaz, Ahvaz, Iran 

 

Abstract 

Psychological empowerment of managers, as a key factor in improving organizational performance, is influenced by 

organizational culture and ethics. This article examines the role of organizational culture and ethics in psychological 

empowerment of managers. Organizational culture, as a set of shared values, beliefs, and behaviors, can create a supportive and 

positive environment for managers. This environment increases managers' self-efficacy and self-confidence and encourages 

them to make more effective and creative decisions. On the other hand, organizational ethics, as a behavioral basis in 

organizations, plays an important role in the formation of interpersonal and team relationships. Ethics in the organization acts as 

a guiding framework for managers' behaviors and decisions and can help create trust and mutual respect in the workplace. When 

managers act ethically, they not only enhance their own credibility, but also strengthen employee motivation and commitment. 

The existence of an ethical culture can lead to reduced stress, increased job satisfaction, and strengthened solidarity in teams. 

These factors, in turn, increase managers' motivation and performance. Research shows that the combination of a positive culture 

and strong ethics can help managers innovate and take more risks. Finally, this article emphasizes the importance of paying 

attention to organizational culture and ethics as tools for psychological empowerment of managers and offers suggestions for 

strengthening these factors in organizations. When managers operate in an ethical environment and a culture rich in values, they 

will be able to make better decisions and, as a result, improve the overall performance of the organization. 
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1. Introduction 

Culture refers to the set of values, beliefs, behaviors, cus-

toms, language, art, and knowledge of a society or social 

group. Culture encompasses all aspects of human life and can 

be transmitted from one generation to another. Culture plays 

an important role in the formation of individual and social 

identity and has a profound impact on human relationships, 

social and economic systems, and even policies. 

A positive and ethical organizational culture can reduce 

stress and increase job satisfaction for managers. 

Ethical sensitivity of management helps to promote em-

ployee compliance with ethical standards. Organizational eth-

ics are a set of principles that foster similar behaviors among 

employees and ensure the usefulness of specific social respon-

sibilities in providing services to society. Organizational ethics 
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creates a framework that encompasses the use of these princi-

ples and helps the organization and employees in solving 

problems arising from intra-system processes such as personal 

conflicts, paperwork issues, etc. Organizations are units of 

society that have multi-purpose and complex structures. Each 

organization has a specific task, and this task affects the envi-

ronment and is also affected by it. From the perspective of 

Islam, ethics and moral philosophy are one of the most im-

portant and noble sciences, and this truth is crystallized in 

various verses and hadiths, such that God praises the Prophet 

Muhammad (PBUH) for his good ethics, and in another verse, 

He introduces the beautiful nature of the Prophet as the basis for 

the formation of the Islamic society. In addition, moral actions 

are considered one of the most basic ways to approach God. 

Psychological empowerment of managers, as a key factor 

in the success of organizations, requires attention to various 

dimensions, including organizational culture and ethics. Or-

ganizational culture acts as a framework for shared behaviors, 

values, and beliefs in an organization and affects the way 

managers interact and make decisions. In this regard, organ-

izational culture can help create a supportive and positive 

environment in which managers feel more self-efficacy and 

self-confidence. 

Organizational ethics, as a set of ethical principles and values 

that guide individual and group behaviors, also plays an im-

portant role in the psychological empowerment of managers. 

When managers operate in an ethical environment, they are 

more likely to innovate and take risks and make more effective 

decisions. Also, the existence of a strong ethical culture can 

increase solidarity and cooperation among team members, and 

as a result, help managers achieve organizational goals. 

These factors not only affect the individual performance of 

managers, but also have an impact on the entire organization. 

Therefore, identifying and strengthening organizational cul-

ture and ethics as tools for psychological empowerment of 

managers is of great importance. In this article, we will ex-

amine these two factors in more detail and their effects on 

psychological empowerment of managers. 

2. Theoretical Concepts of Ethics and 

Work Ethics in Organizations 

The definitions of ethics presented and the fact that ethics 

includes a set of principles and rules that shape individual be-

havior are common. It should be noted that what is considered 

science falls within the scope of "beings" and it is ethics that 

deals with values and defines the boundaries of what should be 

acted upon and avoided. Considering the factors mentioned, 

work ethics is considered a field of culture of an organization or 

society. It includes beliefs, values, and norms related to work, 

and in fact, work conscience is the internalized form of these 

beliefs, values, and norms. From this perspective, work ethics 

and work conscience are facts and phenomena that can be 

identified and studied, changeable, controllable, and manipu-

lated that follow the general rules governing culture and society, 

and these rules can also be examined in the more general con-

text of culture and society [1]. 

Organizational ethics refers to a set of ethical principles and 

standards that guide the behavior and decision-making of 

individuals and groups within an organization. This concept 

specifically addresses how organizations interact with their 

stakeholders, including employees, customers, suppliers, and 

society [2]. 

The theoretical concepts of ethics and work ethics in or-

ganizations examine ethical principles and standards in work 

environments. These concepts include various ethical theories, 

such as virtue ethics, duty-based ethics, and consequenc-

es-based ethics. Here are some of these concepts and related 

sources: 

3. Ethical Theories 

3.1. Virtue Ethics 

This theory emphasizes the development of individual 

virtues and ethical behavior. One of the authoritative sources 

in this field is the book "After Virtue" by Alasdair MacIntyre, 

published in 1981 [3]. 

3.2. Deontological Ethics 

This theory emphasizes moral principles and rules and fo-

cuses on individual duties and obligations. The book 

"Groundwork for the Metaphysics of Morals" written by Im-

manuel Kant in 1785 is one of the key sources in this field [4]. 

3.3. Consequentialism 

This theory emphasizes the results and consequences of 

actions. The book "Utilitarianism" by John Stuart Mill, pub-

lished in 1863, is one of the main sources in this field [5]. 

4. Organizational Culture 

Organizational culture, also known as corporate or institu-

tional culture, creates a sense of identity for employees and 

helps create a commitment for employees to do things bigger 

than themselves, increases the stability of the organization as 

a social system, and acts as a frame of reference for employees 

to give meaning to organizational activities and use it as a 

guide to implement appropriate behavior. 

Organizational culture shapes the behavior of individuals in 

an organization, therefore affecting the performance of that 

organization. Culture can have a strong impact on a compa-

ny's ability to change its strategic direction, promote survival, 

and create a foundation for a competitive advantage by en-

hancing motivational methods and processes. Therefore, or-

ganizational culture is a determining factor for success. 
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Over the past 20 to 30 years, organizational culture has 

been linked to organizational efficiency and effectiveness. In 

particular, empirical research by Denison (1990) and Denison 

and Mishra (1995) has shown that organizational culture 

affects organizational efficiency and effectiveness. 

5. History of Organizational Culture 

The concept of culture originated in the anthropological 

discipline of Smerich (1983) in the early twentieth century. For 

example, in Boas's (1930) definition of culture, the importance 

of both the individual and the community is recognized and it is 

stated that culture encompasses all the manifestations and 

manifestations of the social habits of a society, the reactions of 

individuals under the influence of the habits of the group in 

which they live and the product of human activities that are 

determined by these habits. In addition, sociologists, social 

anthropologists and social psychologists have often discussed 

culture and ideology as the main functional features of a society. 

(Weber, 1930, Brown-Radscliffe, 1952, Mead, 1934). 

The relationship between organizational culture and climate 

is an important topic in human resource management and or-

ganizational behavior. Organizational culture refers to the set of 

shared values, beliefs, and behaviors in an organization, while 

organizational climate refers to the feelings and experiences 

that employees have about their work environment. 

Research shows that organizational culture can have a sig-

nificant impact on organizational climate. For example, if the 

organizational culture is based on trust and cooperation, the 

organizational climate will usually be positive and supportive. 

On the other hand, if the organizational culture is competitive 

and opaque, the organizational climate may become negative 

and tense [6]. 

In addition, organizational climate researchers use quantitative 

measurements of individuals and focus on individual experi-

ences, organizational policies, procedures, and practices. In con-

trast, organizational culture researchers delve deeper into situa-

tions and attempt to conceptualize organizational culture by 

examining the entire organization with primarily qualitative 

methods. In general, the study of organizational culture contin-

ued to gain prominence with research conducted in the late 1970s 

and early 1980s, especially with popular management books 

such as Peters and Waterman's (1982) book "In Search of Ex-

cellence" and Dale and Kennedy's (1982) book "Corporate Cul-

tures: Linking Organizational Culture to Business Success". 

While some researchers believe that there is a relationship be-

tween culture and organizational performance, other theorists do 

not agree with the relationship between culture and organiza-

tional performance. For example, Freeston and Wilson (1985) 

believe that it is difficult to integrate the study of culture with 

existing organizational research. A number of cultural theorists 

(e.g., Meek 1988, Sachman 1991, Sahel and Martin 1990, Terry 

and Beyer 1984) have argued against integrating cultural re-

search with other constructs of organizational theory, including 

efficiency and effectiveness. Despite these objections, the con-

cept of organizational culture continued to grow, particularly 

among researchers who claimed to have found a link between 

culture and performance (e.g., Barley, Meyer, and Gash 1988, 

Barney 1986, Ott 1989, Saffold 1988, Ochie and Wilkins 1983). 

- Cultural levels of the organization: To better understand 

organizational culture, we also need to understand cultural 

levels. Hoy and Miskel (1991; translated by Seyyed Ab-

baszadeh, 2003) believe that cultural levels are determined by 

hidden things, values, and principles. In fact, hidden things or 

"implicit assumptions" are more subjective than values and 

principles, but they include deep cultural elements, and in this 

regard, principles, although superficial, seem more real than 

hidden things and values. Hoy and Miskel's cultural levels are 

shown in the figure below. Hidden things, despite being sub-

jective, are deep in the behaviors of employees in the organ-

ization and even strongly affect the organizational behavior of 

employees. 

Values are an important determining factor in understand-

ing organizational personality and sense of organizational 

identity, and at the same time, they are considered as a crite-

rion for evaluating and judging the work and performance of 

employees, which causes the growth of the organization and 

determines the value position of humans, objects and phe-

nomena within the organization. Also, the concept of value is 

more explicit and subjective than principles. In this sense, 

unless the principle is derived from values, it cannot be le-

gitimate. In other words, cultural values are what give 

meaning and significance to principles [7]. 

 
Source: [7] 

Figure 1. Organizational cultural levels. 
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5.1. Culture as Implicit Assumptions 

At its deepest level, culture is the collective manifestation 

of implicit assumptions. As an organization learns to cope 

with problems of external conformity and internal unity, a 

pattern of basic assumptions emerges. This pattern, which is 

binding and considered valid in practice, is taught to new 

members as the correct way to perceive, think, and feel about 

these problems. Implicit assumptions are not visible and are at 

the core of organizational culture. These assumptions become 

deeper over time and so self-evident that they are not violated 

if the organization exhibits contradictory behaviors in relation 

to them. 

5.2. Culture as Shared Values 

Hoy and Miskel (1991) consider values to be shared per-

ceptions of desirable things that are reflections of the core 

assumptions of culture and are at a lower level of analysis than 

implicit assumptions. Values often determine what members 

must do to be successful in the organization. Shared values 

determine the basic characteristics of the organization and 

give it a sense of identity. Uchi (7) sees the success of effec-

tive American and Japanese companies as the result of a uni-

fied culture, a culture that is internally consistent and char-

acterized by shared values of intimacy, trust, cooperation, 

teamwork, and egalitarianism. These core values of culture 

influence all aspects of organizational life. 

5.3. Culture as Shared Principles or Norms 

In contrast to the subjective concept of culture as a set of 

implicit assumptions, a more objective view of culture 

emerges using behavioral norms as the basic elements of 

culture. Norms are usually informal, unwritten expectations 

that directly influence behavior. A principal who remains an 

ally to teachers despite intense pressure from parents, students, 

and superiors becomes a symbol of loyalty and cohesion in the 

school culture. Support your principal; resolve your own 

disciplinary problems; do not criticize your fellow teachers in 

front of students; are examples of norms [7]. 

6. Organizational Culture Models 

With the emergence of Schein's definition of organization-

al culture and its widespread acceptance, a large body of 

work has been devoted to the study and measurement of an 

organizational culture. Over the years, several theories based 

on Schein's definition of organizational culture have emerged. 

The result of these theories - Edgar Schein's organizational 

culture model, the competing values framework, and Den-

ison's organizational culture model - has been an attempt to 

measure organizational culture in a wide variety of organiza-

tional settings. In this section, these three main models of 

organizational culture are examined. 

6.1. Edgar Schein's Organizational Culture 

Model 

Edgar Schein is one of the founders of the field of or-

ganizational psychology, who provided most of the 

groundwork for the study of organizational culture. A few 

of his classic and seminal works in the field of organiza-

tional studies include: Organizational Psychology (1965), 

Organizational Culture and Leadership (1992), and The 

Survival Guide to Organizational Culture (1999). Schein's 

research on organizational culture often involved collecting 

phenomenological data through clinical observations of 

employees with the goal of applying the findings to the 

benefit of the organization. 

Schein defined his "clinical research" as "observing, ob-

taining information, and reporting data that are available 

while actively helping an organization." 

Schein's research and the process of organizational inter-

vention were influenced by the work of Kurt Lewin (1974). 

Lewin believed that a human system could not be understood 

without entering and introducing change. It is in the process 

of changing a system that, according to Lewin, some of the 

most important characteristics of the system itself are re-

vealed. Schein (1973) examined Lewin's notion that action 

and implementation precede recognition. Because Schein's 

research was often conducted in response to organizational 

requests and involved implementing changes within that or-

ganization to observe the findings. 

Schein's work not only helped define organizational cul-

ture, but also suggested that organizational culture has three 

distinct levels. According to Schein (1990), in analyzing the 

culture of a particular group or organization, it is best to 

distinguish three basic levels at which culture manifests 

itself: (a) observable artifacts, (b) values, and (c) underlying 

assumptions. Schein believed that to fully understand an 

organizational culture, all three levels of culture must be 

examined. 

Edgar Schein's ideas were rooted in these three dimensions 

(levels) of organizational culture. He identified the superficial 

level (or in other words, the visible artifacts and creations), the 

middle level (i.e., testable values), and the ultimate level (or 

the invisible, preconscious underlying assumptions). Differ-

ent actions, values, beliefs, and assumptions occur at each 

level and contribute to the creation of organizational culture. 

These three dimensions are the dependent (visible) actions 

(e.g., the employee level) guided by the other two deeper 

layers, although, according to the following statement, Schein 

believed that the layer of basic underlying assumptions (the 

third layer) is the heart of organizational culture: “Through 

closer observation, through focused questioning, and through 

the involvement and involvement of motivated group mem-

bers in focused self-analysis, an individual can begin to search 

for and uncover the secret of the obvious, underlying, and 

usually unconscious assumptions that determine perceptions, 

thinking, processes, feelings, and behavior. Once some of 
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these assumptions are understood, it becomes much easier to 

decipher the implicit concepts and meanings that are observed 

in a variety of behavioral and artifactual phenomena”. 

The bottom level of Edgar Schein's organizational culture 

model, the essence of organizational culture, is defined as "the 

very deep-seated beliefs that guide behavior and tell members 

of an organization how to perceive situations and people." 

These deep-seated assumptions tend to guide the actions and 

decisions of members of the organization and can often be 

traced back to the organization's history. Schein explains the 

potential power of history, especially the history of bitter and 

unforgettable experiences, in shaping an organizational cul-

ture hypothesis as follows: 

These assumptions are no longer questioned and are rarely 

discussed. Such (avoidant) behavior is especially likely to 

occur if learning is based on bitter experiences in the history 

of an organization, which ultimately leads to the group's rec-

iprocity toward what is repulsive and repulsive to individuals. 

If one understands culture in this way, it becomes clear why 

culture change is so difficult. 

They are often determined by values and assumptions that 

have stood the test of time and have gradually become 

self-evident and resistant to change. Finally, Schein believed 

that the third layer holds the key to successful organizational 

change and helps to understand why an organization behaves 

the way it does. 

Schein also emphasizes in his model the work of Lawrence 

and Lorsch (1967), who suggested that an organization, in its 

pursuit of efficiency, faces a conflict between internal co-

herence and external conformity. Internal coherence refers to 

the internal processes and environment of an organization, 

and external conformity refers to demands from outside the 

organization for changes and innovations in products, dealing 

with customer demands, etc. The concept of group culture, 

which is shaped by the conflict between internal organiza-

tional cohesion and external conformity, has its roots in small 

group theory as a dimension that emerged in group studies as 

a set of major external and internal tasks that all groups face 

and must learn to cope with. Group culture emerges as a 

learned response to each of these tasks. 

In addition, Hatch (1993) developed a model of cultural 

dynamics using Schein's and symbolic interpretive perspec-

tives, proposing that "culture is created through processes of 

manifestation, realization, symbolization, and interpretation" 

and is the result of artifacts, values, and assumptions with 

symbols introduced as a separate and new element of culture. 

Finally, Denison (1997) combined Schein's three levels of 

culture and the dimensions of internal coherence versus ex-

ternal conformity and the dimension of flexibility versus 

control of Quinn and Rohbach (1988), and thus, organiza-

tional culture was recognized as a set of basic assumptions 

that members jointly use in the process of resolving the ten-

sions of internal coherence versus external conformity and 

control versus flexibility [8]. 

6.2. Competing Values Framework 

The competing values framework, based on the research of 

Quinn and Rohbaugh (1981), focuses on the values that an 

organization maintains to ensure its effectiveness. This re-

search work is centered on the premise that companies often 

face conflicting or competing values (e.g., the conflict be-

tween stability versus change and the conflict between the 

internal organization versus the external environment) and 

therefore the relationship between strategic, political, inter-

personal, organizational, and organizational life aspects is 

known as organizational culture. 

Integrating the internal coherence versus external con-

formity dimension of Schein's organizational culture model 

with the competing values framework (1981), Quinn and 

Rohbaugh added the flexibility versus control dimension to 

further understand the effectiveness of an organization, based 

on the ideas and differences of researchers and organizational 

theories regarding the similarity or dissimilarity between the 

outputs of performance measures. Competing values theory is 

a dynamic approach to managing stability and change that 

considers the inherent tensions and differences of human 

systems. In this theory, individuals are seen as complex agents 

in tension-producing social systems, constantly interacting 

with two sets of rapidly changing forces. 

In an attempt to create a compact model of organizational 

performance, Quinn and Vrohbach (1981) integrated the log-

ical and natural systems (or human relations) models of the 

prevailing theories of Goldner (1959) and the internal process 

model and open systems model of Scott (1979). Quinn and 

Voorhout (1981) categorized these four models in organiza-

tional theory (human relations model, open system model, 

rational goal model, and hierarchy model) into two perfor-

mance dimensions: internal versus external focus and flexible 

versus controlled environment focus. 

The human relations model uses flexibility and internal 

control. In this type of culture, employee participation is en-

couraged, goals are clear, and employee relationships are 

personal and respectful. Leaders tend to be cooperative, con-

siderate, and supportive, which facilitates interaction through 

teamwork. In the human relations model, performance 

measures include the development of human energy and 

member commitment. In the open system model, flexibility 

and change are emphasized, but the primary focus is main-

tained on the external environment. This orientation empha-

sizes growth, resource acquisition, creativity, and adaptation 

and adaptation to the external environment. 

Leaders tend toward entrepreneurship and idealism, 

risk-taking, and are able to develop a vision for the future. In 

the open systems culture, performance measures include the 

growth and development of new markets and the acquisition 

of resources. In the rational goal model, productivity, per-

formance, goal realization, and progress and success are 

emphasized. The goal of the organization in this culture is to 

pursue and achieve clearly defined goals, with an emphasis on 
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competition and successful progress at a predetermined des-

tination. The orientation of leaders is prescriptive and direc-

tional, goal-oriented, instrumental, and functional, and they 

always provide structure and encourage productivity. In the 

rational goal model, performance measures include planning, 

productivity, and efficiency. In the hierarchy/internal process 

model, efficiency, uniformity, coordination, and internal 

evaluation are emphasized. The organizational goal in this 

culture is to enforce regulations by following security, order, 

rules, and principles. Leaders tend to be conservative and 

cautious, with a close focus on technical matters. In a hier-

archy/internal process culture, performance criteria include 

control, stability, and efficiency. 

Quinn and Rohback (1981) recognized that the type of or-

ganizational model that exists in an organization depends on 

the needs of the organization. For example, a software de-

velopment company may use an open systems model to 

maximize efficiency, while a service-oriented organization 

may use a human relations model to maximize organizational 

success. Quinn and Rohback (1984) extend the competing 

values framework to examine organizational culture. The 

value orientation embedded in the competing values frame-

work is seen as a method “for examining the deep structures 

of culture, the underlying assumptions that serve as tools for 

conformity, motivation, leadership, decision-making, per-

formance, values, and organizational forms.” Most im-

portantly, Quinn and Kimberly (1984) linked strategic, polit-

ical, and other dimensions of organizational life “through the 

organization of different patterns of shared values, assump-

tions, and interpretations that define an organizational culture” 

[9]. 

Quinn and Rohback's (1981) research on the competing 

values model represents a move away from the qualitative 

approach that has characterized most organizational research. 

This approach to understanding and exploring culture con-

trasts with researchers such as Schein, who believed that 

observing and obtaining information about organizational 

artifacts and supported values was the best way to determine 

the underlying assumptions of an organization. In particular, 

Quinn and Rohback's (1981) research work led to a greater 

emphasis on the quantitative approach as a way to measure 

and understand organizational culture [10]. 

7. Denison Model (1997-2000) 

Based on the basic frameworks of organizational culture as 

well as existing tools for measuring organizational culture, 

Denison advanced the measurement of organizational culture. 

Using Schein's three-level theory of culture—external versus 

internal and flexible versus controlled environments—as 

discussed by Quinn and Rohbach (1981), Denison developed 

a model and corresponding survey to investigate the rela-

tionship between culture and firm performance. Denison 

developed the Denison Organizational Culture Model, which 

is the theory behind Denison's Organizational Culture Survey 

to show how organizational culture affects firm performance. 

Denison developed his organizational culture model based 

on the previous research work of Schein (1985, 1980, 1970, 

1965) and Quinn and Rohback (1981). Schein's three-level 

organizational culture model was integrated into the center of 

Denison's organizational culture model, which includes the 

values, beliefs, and concepts that underlie a social system as 

the primary source of motivated and coordinated activities. In 

addition, the tension of internal cohesion and integration 

versus external conformity was also integrated into Denison's 

organizational culture model as one of the two-dimensional 

models. Quinn and Rohback's (1988) flexibility and control 

dimensions are also included in Denison's model. 

The four squares of the competing values circle—the open 

systems model, the rational goal model, the internal process 

model, and the human resource model—were renamed and 

merged into the Denison model. 

The open systems model of competing values is similar to 

Denison’s mission attribute, while the rational goal model of 

competing values is similar to Denison’s stability attribute. 

The internal process model of competing values is similar 

to Denison’s involvement and participation attribute, while 

the human resource model of competing values is similar to 

Denison’s adaptability participation attribute. Denison’s or-

ganizational culture model is a product of the research work of 

organizational culture scholars. 

Participation is organizational effectiveness. These four 

dimensions (attributes) are adaptability, involvement (partic-

ipation), stability and strength, and mission. 

Adaptability refers to the ability of an organization to 

translate the demands of the business environment into ac-

tions. The cultural characteristic scale of adaptability includes 

the indicators of change-making, member-centeredness, and 

organizational learning. The characteristic of participation 

(involvement) is a characteristic of a “high participation” 

culture in which employee participation is highly encouraged 

and there is a sense of ownership and responsibility. A culture 

of flexibility or adaptability is actually a set of beliefs and 

behavioral norms that can support organizations in discover-

ing, translating, and interpreting environmental symbols and 

competing new behaviors. The cultural characteristic scale of 

participation includes the indicators of empowerment, 

team-centeredness, and learning to develop competence and 

capability. The first emphasis of this culture is to involve 

employees in tasks according to the changing and accelerating 

expectations of the external environment of the organization. 

The goal of the organization in this case is to respond quickly 

to the environment and increase efficiency. From the per-

spective of this culture, employee involvement and participa-

tion in the organization's activities creates a sense of respon-

sibility and belonging within the organization. 

Stability and robustness are defined as values that are the 

foundation of a strong culture. The stability and robustness 

cultural trait scale includes indicators of core values, agree-

ment, coordination, and coherence. Finally, the mission trait 
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reflects the organization's ability to identify a meaningful 

long-term direction that provides employees with a sense of 

focus and a shared vision for the future. In an organization 

with such a culture, emphasis is placed on internal affairs and 

an attempt is made to assume a stable environment, in addi-

tion, the method and manner of doing things are given more 

attention. In such organizations, individuals do not participate 

very actively. However, great importance is given to cooper-

ation and sharing of efforts. 

The scale of the cultural characteristic of mission includes 

indicators of strategic direction and purpose, goals and ideals, 

and vision (deep insight). In an organization with such a cul-

ture, efforts are made to meet the needs of the external envi-

ronment. But it does not think about changes. In this culture, 

much attention is paid to the common point of view. The main 

emphasis of this culture in the strategic direction of the or-

ganization is foresight and achieving distant ideal goals. 

In this model, the work structure is represented by two 

dimensions that are specified by both levers according to 

Figure 2. The first dimension is the control-flexibility axis and 

shows two reciprocal orientations that tend to be flexible and 

the other tends to be control and stability. The second dimen-

sion is the internal-external symmetry axis, which also shows 

two orientations. One is inclined towards maintaining and 

improving the existing organization and the other is focused 

on adaptation and interaction with the outside world. A com-

bination of the two dimensions results in four types of culture, 

namely developmental, group, rational, and hierarchical. 

 

Source [11]. 

Figure 2. Four types of organizational culture according to the Denison and Spreitzer model. 

7.1. Developmental Culture 

The characteristic of this culture in the university is the lack 

of concentration of power, which is flexible and strategically 

focused on the external environment and focuses on growth 

and competitiveness. Cultivating the spirit of entrepreneur-

ship and risk-taking, responsibility is the desire to do things 

better and correctly, each person wants to do their work in the 

best and most appropriate way. The organization uses insight 

and insight to attract external support. 

7.2. Group Culture 

The characteristics of this culture in the university are to 

protect the interests of university members, who have the 

greatest degree of professional independence and participa-

tion in university management. The position of group culture 

emphasizes flexibility and internal organization. The empha-

sis of universities on this culture emphasizes and increases the 

improvement of human resources, commitment and com-

mitment to membership. Organization in this model is based 

on the person and is carried out from the bottom up and its 

focus is on the university and is organized according to aca-

demic disciplines. In this model, members lead and manage 

the university. 

7.3. Rational Culture 

The characteristic of this university culture is that it is both 

oriented towards the outside world and has a controlling role, 

and emphasizes the application of egalitarian policies and 

guidelines in the university, which brings about a fair distri-

bution of resources and benefits. Another characteristic of this 

culture is that it emphasizes production, implementation, 

achieving the goal, and one of its primary driving factors, 

namely competition. In a university dominated by such a 

culture, it tries to meet the needs of the external environment, 

and in this culture, much attention is paid to common points of 

view (in terms of the university's goal). 

7.4. Hierarchical Culture 

The characteristics of this university culture are that it is 

both internally oriented and controlling, and emphasizes rules, 

regulations, and standards to achieve stability and control. 

The type of organization is based on roles and emphasizes 

administrative regulations and guidelines. Also, in the hier-

archical model, the relative independence of individuals is 

emphasized and the university is viewed as an institution. 

Much effort is spent on creating administrative regulations 

and guidelines. 

-History of Psychological Empowerment: Although the 
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concept of psychological empowerment has been introduced 

in the literature of management and organizational psychol-

ogy since the late 1980s and early 1990s, historical studies 

show that empowerment has its roots in the past. Wotten and 

Cameron (1998) state that this concept is not new at all, but 

rather has roots in the fields of psychology, sociology, and 

religious sciences that go back decades, even centuries. In the 

field of psychology, Adler (1927) has proposed the concept of 

"motivation, mastery," White (1959) the concept of "motiva-

tion, influence," Brigham (1927) the concept of "psycholog-

ical response," and Hatter (1978) "competence motivation." In 

each of the aforementioned studies, empowerment means the 

tendency of individuals to experience self-control, 

self-importance, and self-liberation [12]. 

Given the emphasis and importance given to the issue of 

commitment and courage at work in the 1990s, which led to 

the establishment of specific laws related to individual career 

issues in the United States and Western European countries, a 

new approach to management was strengthened and definitive. 

Given the appropriateness and coherence of the proposed 

empowerment solution with a culture of commitment and 

responsibility, this solution was seen as a solution that would 

take control of the fate of management tasks and move them 

forward without the existence of cumbersome rules and a 

bureaucratic system. Such ideas were advocated by popular 

writers such as Peters (1989) and Schoenberger (1990), who 

wrote about management strategies and presented approaches 

to total quality management and human resources. Peters 

proposed the theory of involving employees in everything by 

giving them the necessary authority and power, and Schoen-

berger proposed the theory of giving more responsibility to 

employees, both of which encouraged and encouraged or-

ganizations to give employees more authority and power in a 

predictable environment than was necessary. The main root of 

psychological empowerment is actually back to the industrial 

revolution and its social, economic, political consequences 

and consequently the revolution in management [13]. Psy-

chological empowerment: Thomas and Velthouse (1990) in 

their article titled "Cognitive Elements of Empowerment: An 

Analytical Model of Intrinsic Job Motivation" consider psy-

chological empowerment as a multidimensional concept and 

defined it as increasing intrinsic motivation to perform a task. 

By completing the motivational model of Kanger and 

Kanengo (1988), they do not consider the concept of psy-

chological empowerment only as increasing motivation, but 

rather as increasing intrinsic job motivation and provide a 

more complete definition of psychological empowerment as a 

set of cognitive domains of motivation that, in addition to 

self-efficacy, also includes three other cognitive domains, 

namely; the right to choose (autonomy), meaningfulness and 

effectiveness. Finally, they pay attention to cognitive pro-

cesses in their model [14]. 

This model is similar to the social learning chain of stimulus, 

organism, behavior, and response (S-O-B-C) and focuses on 

individual cognitive processes. The model consists of six ele-

ments (loops). A continuous cycle of three elements: envi-

ronmental conditions, task evaluations, and behavior (elements 

1, 2, 3) forms the core of the model. Environmental conditions 

such as leadership style, delegation, job design, and reward 

systems provide individuals with data about the consequences 

of task evaluations, conditions, and events related to future 

behavior. These data form personal task evaluations (effec-

tiveness, competence, meaningfulness, and autonomy), mean-

ing that task evaluations reinforce and maintain individual 

behavior, which then influences environmental events. 

Task evaluations are interpreted as interpretations or per-

ceptions of reality and somewhat simplify objective facts. 

Externally observable events and conditions are real, but 

individuals’ judgments and behaviors about tasks are shaped 

by perceptions that transcend reality. Such interpretive per-

ceptions go beyond perceptions of facts. Thus, intrinsic mo-

tivation for tasks and future behaviors are not only influenced 

by external events, but are also influenced by interpretive 

events. Therefore, two elements of general appraisal (element 

4) and interpretive styles (element 5) have been added to the 

model to help describe the variation in the task appraisal 

construct [15]. 

8. Dimensions of Psychological 

Empowerment 

Quinn and Spreitzer (1997), Thomas and Velthouse (1990), 

and Ford and Fottler (1995) claim that empowerment is a 

complex and multidimensional concept that has different 

meanings for different people. Spreitzer (1996) and Abdollahi 

(2006) have measured and validated four dimensions in their 

research studies. Whetton and Cameron (1998) added the trust 

dimension to the above dimensions based on Mishra's (1992) 

research. Therefore, based on past research, psychological 

empowerment of employees can be summarized in five di-

mensions: sense of competence, sense of effectiveness, sense 

of meaningfulness, sense of autonomy, and sense of trust. 

Each of these dimensions is discussed in detail below. 

8.1. Sense of Competence 

Self-efficacy, competence or self-efficacy means that indi-

viduals believe in their capabilities and the necessary mastery 

in themselves to successfully perform a task. In other words, 

self-efficacy is the individual's belief that they have the nec-

essary abilities to perform assigned tasks. According to 

Bandura (2000), self-efficacy or competence is a personal 

belief that an individual feels they can successfully perform 

assigned tasks. Bandura believes that three conditions are 

necessary for people to feel self-efficacy; 1- Confidence in 

having the ability to do the job. 2- Confidence in the necessary 

capacity to apply effort. 3- Confidence that no external ob-

stacles will prevent them from doing the desired task. In other 

words, when people develop a sense of self-efficacy by hav-
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ing minimal mastery and ability, a desire to try to do the job, 

and no major obstacles to success, they feel empowered [16]. 

Some authors consider self-efficacy to be the most important 

element of empowerment, as self-efficacy expectations de-

termine the amount of effort and perseverance individuals will 

put into facing obstacles and unfavorable experiences [12]. 

8.2. Sense of Autonomy 

Sense of autonomy refers to the employee's freedom of action 

in determining the activities necessary to perform job duties [14, 

17], [and is attributed to having a sense of choice [16]. In fact, 

autonomy is directly related to having the right to choose and 

freedom of action. Autonomous individuals feel that they have 

independence in performing tasks, can decide on job activities, 

and have the necessary authority to determine how and when to 

perform tasks [12]. They participate in tasks voluntarily and 

intentionally, see themselves as initiators and dynamic individu-

als who are able to initiate actions of their own volition, make 

independent decisions, and test their ideas [12]. 

8.2.1. Feeling of Being Effective or Influential 

Being effective or influential means that an individual be-

lieves that they have an important role in achieving the goals 

of the organization. They have influence in strategies, man-

agement strategies, job outcomes and results and influence 

what happens and control obstacles and limitations [18]. By 

believing in their capabilities at a certain point in time, they 

can be a factor in creating change in the desired direction in 

the organization by influencing the work environment or the 

results obtained [16]. 

8.2.2. Feeling of Meaningfulness of Job 

Job meaningfulness refers to the fact that individuals pur-

sue important and valuable job goals. In the sense that they 

believe that they are moving in a valuable path [19]. In this 

regard, 14) believe that job meaningfulness will depend on the 

value of long-term or short-term job goals and the relationship 

of these goals with the individual's personal ideals and 

standards [17]. On this basis, work is considered valuable and 

meaningful when there is a fit between the goals of the task 

and the expectations of the role and the individual's personal 

beliefs and convictions. 

8.2.3. Feeling of Trust in Others 

It is related to the relationships between superiors and 

subordinates and in fact to the degree of their trust in each 

other. Empowered individuals are confident that they will be 

treated fairly. These individuals are confident that those in 

power or those with power will not harm them and that they 

will be treated impartially. While emphasizing the multifac-

eted nature of the term empowerment and confirming the 

above four dimensions, based on the studies of Mishra (1992), 

they added the dimension of trust in others [20]. 

9. Conclusion 

Organizational culture and ethics are among the key factors 

in the cognitive empowerment of managers. Organizational 

culture, as a set of beliefs, values, and behaviors, provides an 

environment in which managers can operate effectively. This 

culture can help enhance creativity, innovation, and strategic 

decision-making. 

Organizational ethics also enables managers to make cor-

rect and fair decisions when faced with various challenges and 

pressures by establishing specific behavioral standards. When 

managers operate in an ethical environment, they have more 

confidence in themselves and their teams, and this confidence 

can lead to improved overall organizational performance. 

In addition, organizational culture and ethics help managers 

to develop positive and constructive relationships with team 

members by developing communication and collaboration 

skills. These relationships not only increase employee moti-

vation and job satisfaction, but also help exchange ideas and 

experiences, which will ultimately lead to improved deci-

sion-making processes. 

Finally, a strong and ethical culture can help managers 

demonstrate greater resilience in times of uncertainty and 

rapid market changes. Cognitive empowerment of managers 

in such environments is not only beneficial to them, but will 

also have a more positive impact on the overall performance 

of the organization. In short, organizational culture and ethics 

are key components of cognitive empowerment of managers, 

which can lead to improved decision-making, increased in-

novation, and stronger team morale. 
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