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Abstract:

The Objective Of This Research Is To Identify The Impact Of Organizational Culture
In Formulating The Strategic Direction At Zain Iraq Telecommunications, Baghdad,
The Descriptive And Analytical Curriculum Was Used As Well As The Use Of The
Statistical Program (Spss), This Research Has Been Applied To A Random Sample Of
291 Employees. To Achieve The Objective Of The Research, A Questionnaire Has Been
Developed Using Some Of The Previous Studies To Measure Research Variables. The
Research Through The App Has Come Up With A Set Of Results That Were Best: The
Organizational Culture And Strategic Work Achieve The Average Ability To Work For
The Employees Of The Company, In Addition To The Medium Availability Of Culture
In The Company, And The Need To Adopt An Effective Organizational Culture That
Increases The Level Of Strategic Direction. The Research Recommended A Set Of Rec-
ommendations, The Most Important Of Which Was The Need For Senior Management
To Pay Attention To The Organizational Planning Process. To Improve The Strategic
Orientation Curriculum In Labor Management, Some Important Roles Of Organizational
Culture Need To Be Adopted In The Sample Of Research, Policy Development, Visions
And Objectives By Promoting The Principle Of Participation, Values And Learning.
The Need For The Company’s Senior Management To Commit To Change And Inten-
sify Their Interest In Its Talented Resource In Order To Educate Workers And Other

Administrative Levels Involved In This Task.

Keywords: (Organizational Culture, Strategic Direction, Zain Iraq Telecommuni-

cations).
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1. Introduction

Increased attention to organizational culture in business organizations because of
their clear and effective impact on individuals’ performance and the overall perfor-
mance of the organization; The clear and strong culture of an organization provides
staff with a strategic vision and a deeper understanding of the way things perform to
provide them with the appropriate cultural framework and stability of employment,
as well as developing sense and enhancing staff members’ affiliation and increasing
collective rather than individual interests, The stable social system reduces the gap
between individuals’ beliefs and actions and activates an effective system of control
over individuals’ attitudes and behaviors. Those concerns coincided with the formu-
lation of the strategic direction and how to adopt it as a business approach in business
organizations to achieve differentiation, Today’s attention to strategic orientation has
become more than ever before and the ultimate goal or goal that most organizations
seek and pursue. The strategic orientation curriculum is an important competitive
weapon in the market and the exploitation of environmental opportunities is best used
to achieve differentiation and reduce the chances of loss and damage, thus increase the
total profits of the organization. Achieving strategic direction is the goal and responsi-
bility of all from senior management and the rest of the organization by spreading the
dimensions of organizational culture among its members and the orientation towards
competition and acquiring a competitive position that ensures its survival and conti-
nuity with organizations. So this research was presented to test this role by selecting
a random sample of 291 employees who make up several different functional levels
(senior management, heads of departments and unit officials) Formulated to address
the research problem, a number of hypotheses were the existence of an impact re-
lationship between the dimensions of organizational culture and the dimensions of
strategic orientation and the use of a number of appropriate statistical tools. This re-

search aims to identify and construct a theoretical chart describing the relationship and
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impact between research variables and the reality of applying organizational culture

and strategic direction and their adoption by the organization.

2. Research methodology and previous studies

2.1 RESEARCH METHODOLOGY

2.1.1 RESEARCH PROBLEM

The culture main concern of most researchers, because of its significant impact on
the success or failure of organization. The cultural fabric has become the foundation
of any organization. The extent of this interconnectedness between the fabric will
negatively or positively affect the adoption of new ideas, lead the Organization and
its culture to differentiation through strategic plans and ideas of strategic direction.
This will help the Organization to meet external environmental challenges, but the
translation of these ideas depends primarily on the creation of the human base and
the development of a unified culture among their ranks. The research problem was
framed in the light of several indicators, the results of the living and field interviews
conducted by the researcher with a number of heads of administrative departments
of Zain Telecommunications Company. The company clearly showed the need for
further regulatory research efforts and studies in the field of creating coherence and
cohesion between the company’s organizational culture and the requirements for up-
grading strategic orientation and how strategic culture can be instilled into workers’
behaviors and daily practice. In this spirit, the researcher has adopted the following
indicators to frame the problem of research in the following points:

1. Lack of awareness of the dimensions of organizational culture that correspond to
the implementation of the strategic direction in the company.

2. There is a gap between work culture and the requirements of consolidating the
concepts of strategic direction.

According to these indicators, the research problem can be expressed with a funda-
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mental question: What is the nature of the relationship between the components of the

company’s cultural fabric and the requirements of the strategic direction?

2.1.2 RESEARCH SICNIFICANT

The importance of the study comes from the need for complementarity between
organizational culture and strategic orientation, especially in the context of acceler-
ated shifts from the traditional perspective (competition by the logic of economics
of scale) to the contemporary perspective (competition by the logic of economics of
scope, differentiation and excellence). The most important issues arising from this
integration are:

1. The role of organizational culture in defining organizations’ strategic directions
has grown.

2. Adopt the organization’s culture as a survival and competitive advantage ap-
proach.

3. Strategic orientation is a strategic input that can be applied only if there is a
culture common to all working individuals.

4. Raising awareness and increasing the awareness of individuals working on the
subject of strategy culture as it plays a role in achieving the goals.

5. Demonstrate the importance of organizational culture and its dimensions to each
organization seeking to formulate a strategic direction.

6. Senior management’s emphasis on organizational culture as one of the key pil-

lars for achieving strategic direction.

2.1.3 RESEARCH OBJECTIVES
The research sought to achieve the following objectives:
1. Provide what contributes to the formulation of the strategic direction in the com-

pany in question, taking into account the role of culture in achieving this.

Y



Asst. Dr. Mohammad Dari Ahmed

2. Demonstrate the strategic role of organizational culture in achieving excellence
and differentiation in the competitive environment.

3. Helping senior management and decision makers understand the vital role of
organizational culture in achieving strategic excellence as a competitive advantage.

4. Assisting the company under consideration in the application of procedures for
organizational culture by clarifying some concepts of culture in general.

5. Develop a theoretical framework for the concepts of organizational culture and
strategic orientation to help decision makers, individuals and workers understand these
ideas that can be mainstreamed.

6. Providing a procedural model for the management of the company that contrib-
utes to clarifying the impact of the overlap between organizational culture and strate-

gic direction.

2.1.4 RESEARCH HYPOTHETICAL MODEL

In the light of the research problem and its objectives, the researcher was able
to prepare the hypothetical blueprint for research between the independent variable
(organizational culture) in its dimensions of (organizational beliefs, organizational
values, Organizational norms) and the dependent variable (strategic direction) Ac-
cordingly, the researcher designed the hypothetical model of the research as shown in

tigure (1) below:

Figure 1. Hypothetical model for researcher

2.1.5 RESEARCH HYPOTHSES
For the purpose of achieving its objectives, the researcher relied on the formulation
of the following hypotheses:

1. Main hypothesis I: There is no statistically significant relationship between or-
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ganizational culture and strategic direction.
2. Main hypothesis II: There is no significant influence between the dimensions of
organizational culture (organizational beliefs, organizational values, Organizational

norms) on strategic direction.

2.1.6 RESEARCH METHODOLOGY
This descriptive method was used to gather the information required by the subject
and to analyze the data and information collected at Zain Iraq Telecommunications

Company Baghdad.

2.1.7 RESEARCH LIMITS

1. Scientific limits (research) - Scientific research is determined in implicit organi-
zational culture (organizational beliefs, organizational values, organizational norms)
and strategic direction.

2. Spatial limits: - Zain Iraq Telecommunications Company - Baghdad.

3. Time limits: - The duration of the research’s preparation from April 2023 to
May 2004.

4. Human resources: - Departments, divisions, technicians, administrators and em-

ployees of the company include the subject matter.

2.1.8 RESEARCH VARIABLE MEASURMENT

The researcher relied on the gradient of the quinquennial scale (Likert) to deter-
mine the level of response of the sample in question, and this scale consists of (I
don’t totally agree, I don’t agree, neutral, I agree, I totally agree), and to measure
the research variables of (Organizational culture) and (strategic direction) and their
sub-dimensions, a set of benchmarks has been adopted after adjustments and additions

have been made to suit Iraq’s working environment as shown in table 1 below:
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2.1.9 POUPLUTION AND SAMPLE OF RESEARCH

1. research community: The current search community was represented in a sam-
ple of Zain Iraq Telecommunications Company’s employees.

2. research sample: The current search sample consisted of a group of 291 staff

members of Zain Iraq Telecommunications.

2.1.10 STATISTICAL METHODS USED

The measure of organizational culture and its relationship to the strategic direction
has been applied to the sample of research, which amounts to 291 persons out of a to-
tal of 317 persons represented by the directors of departments, divisions, technicians,
administrators and employees of the research company. The research used statistical
software (Spsslpc Crosstabu -Lation), to perform the statistical processing necessary
for the combined data and to achieve the research objectives and test the validity of its
assumptions. The researcher used the following statistical means:

1. Percentage (ratios Percent): The partial number is divided by the total number
loox.

2. The computational medium (Mean: (Arithmetic) determines the level of re-
sponse to research variables.

3. Standard Deviation: To find out how dispersed values are around their compu-
tational medium.

4. Coefficient of Variation: used to measure the degree of homogeneity of answers.

5. Binding coefficient (Pearson): to measure the degree of relationship between
research variables.

6. Test (T) to determine the morale of search variables.

7. Variance Analysis Method (Anova Analysis) Know the level of morale of dif-

ferences revealed by the variation analysis test.
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2.2 PREVIOUS STUDIES

This aspect deals with the presentation of some previous research efforts, both Arab
and foreign, in order to determine their direction, results and usability. Some previous
studies will be presented according to the sequence of research variables. The presen-

tation will therefore be as follows:

Study (Al-Khafaji, 2013)

Organizational Culture and Its Impact on Enhancing Job
Title of the study Performance: A Study in Modern Dyeing Industries. Mas-

ter’s Thesis.

Country of study Iraq.

Study curriculum Applied study.

Recognize the reality of the company’s organizational
culture and level of functioning. and diagnosis of the relation-
Objectives of the study
ship between the reality of organizational culture and the level

of functioning of the company.

It included (40) a sample of employees in the company at
Society and Sample Study the level of the Delegate Director, his Associate, Heads of

Departments and their Associates.

The study found that the culture of the organization has a
very positive and important role in raising the level of func-
tioning. The relationship between the culture of the organi-
Results of the study zation and the functioning of the modern dyes company is a

dismissal relationship. The higher the level of the organiza-
tion’s culture for the better, the higher the level of functioning

for the better.

Recognize previous researchers’ contributions to the con-
Extent of utilization
cept of organizational culture with a detailed definition of

organizational culture.

Study (Ahmed, 2015)
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Title of the study

The role of strategic orientation in strategic capacity-build-
ing/an exploratory study of managers’ views at the ready-to-

wear laboratory in Mosul.

Country of study

Iraq

Study curriculum

Reconnaissance.

Objectives of the study

Increase the knowledge of the company’s managers under
consideration of the concept of strategic orientation, identi-
fying and analyzing the relationship (correlation and impact)
between the elements of strategic orientation and the removal

of strategic capabilities.

Society and Sample Study

8 members of the work managers in the lab.

Results of the study

The imbalance in the planning process of strategic orien-
tation elements leads to a lack of conviction and loss among
individuals working on strategic capacity-building. The
strategic direction determination process is not an emergency
occasional process, or a seasonal process, but a permanent

and related activity.

Extent of utilization

This study was used to enrich the theoretical aspect and
contributed to illustrating the strategic direction mix and its

importance in organizations.

Study (Hsu,2014)

Title of the study

Effects of Organization Culture, Organizational Learning
and (IT) Strategy on Knowledge Management and perfor-

2
mance.

Country of study

Republic of Taiwan

Study curriculum

Applied study.

Objectives of the study

This study aims to explore that current companies are with
IT strategy, organizational culture and organizational learn-

ing.

Society and Sample Study

Included 110 senior officials from life insurance compa-

nies.
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Results of the study

The results of this study were a correlation between the IT
strategy, organizational culture, organizational learning and

knowledge management and performance.

Extent of utilization

See the study scale which is one of the most important met-

rics used by many researchers.

Study (Deek & Lian, 2008)

Title of the study

The Impacts of Strategic Orientation, Marketing Strategy
and Market Research Activities on New Product Develop-

ment.

Country of study

Republic of Malaysia.

Study curriculum

Analytical study.

Objectives of the study

Identifying the implications of strategic orientation, mar-
keting strategy and marketing research on the development of

new products.

Society and Sample Study

Included 150 individuals (workers, marketing, executives)
in a number of organizations represented by manufacturing
organizations (food, beverages, furniture, washing powders

and cosmetics).

Results of the study

Both strategic direction and marketing strategy have a di-

rect impact on the development of new products

Extent of utilization

Enriching the theoretical and analytical aspect where the
study contributed to clarifying the results and importance of

the strategic direction.

2.2.1 AREAS OF UTILIZATION OF PREVIOUS STUDIES

Utilizing previous studies were in the stages of describing and defining variables,

identifying the problem of studying and developing the study tool, as well as defining
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the objectives and results of the study for the purpose of strengthening and building
the knowledge and intellectual enrichment aspect of the current research by using
these studies to describe and determine the dimensions of the research variables, and
using these variables in building identification and measuring their variables to the

conclusions and recommendations.

3. THEORETICAL ASPECT

1.1 ORGANIZATIONAL CULTURE

3.1.1 Concept of Organizational Culture

The term organizational culture is an important terminology commonly mentioned
in various fields of knowledge and science, The views of writers and researchers have
been varied(Rai,2011) It is defined as a set of shared values and beliefs shared by
the organization’s members that influence their behavior, behavior and orientation
and govern standards of conduct to determine what conduct is acceptable and what
conduct is rejected(Caruso,2017) Some promised it as a set of values, beliefs, tradi-
tions and rituals that represent ways of thinking shared by organizing members and
include the perceptible, intangible and unscripted part of the organization’s activities
(Carvalho,Sampaio,Rebentisch,&Saraiva,2017 ) organizational culture is a series of
beliefs, values, assumptions and symbols that help organizers to justify their experi-
ences, expectations and goals, helping them to maintain and sustain their membership

in their organizations

1.1.2 Importance of Organizational Culture

Organizational culture is key to organizations’ success because of their importance
in defining the organization’s identity, mission, survival and cohesion through which
it creates and manages culture. So understanding and understanding the culture of the

organization is an essential activity for managers, In turn, it affects all the managerial
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levels of the organization, every society and organization has its own culture and these
cultures evolve and expand over time. Even some organizations working in the same
field or in the same country may be characterized by a culture different from others
by helping them to create commitment among workers and promote stability within
the organization, Therefore, organizational culture is of paramount importance in the
organization because of the role it plays in the stability and balance of the organization
by making the behavior of individuals within its terms and characteristics and which is
contrary to one element of organizational culture will be rejected or expands the hori-
zon and understanding of individuals working on events occurring in the surround-
ings in which they operate, that is, the organization’s culture constitutes a reference
framework through which individuals interpret events and activities, in addition to its
ability to predict the behavior of individuals and groups because the behavior of the

individual stems from its culture.

3.1.3 Organizational Culture Determinants

Studies and research indicate four determinants of organizational culture: (Marsi,
2006)

1. History and ownership: History can reflect the evolution of organizations and
leaders that have exchanged part of their culture as well as ownership if it is private
or public, local or international.

2. Environment: How organizations work to deal with elements of their internal
and external environment from customers, competitors, suppliers, workers and others.

3. Goals and Objectives: Organizational culture is influenced by the quality of
goals and objectives the organization seeks to achieve.

4. Individuals: The preference of working individuals for the methods used to deal
with them and to shape the Organization’s prevailing working values and distinct

cultures.
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3.1.4 Cultural compatibility

Cultural compatibility is an essential pillar in directing human behavior, controlling
social orientation and institutional performance, and determining organizational val-
ues in general, especially given the differences in cultures, the intellectual and be-
havioral outcomes of individuals, and the strategic goals of institutions. It expresses
understanding and peaceful interaction between diverse communities, with a focus on
accepting diversity. And respecting cultural differences. It aims to enhance positive
interaction and communication between individuals from diverse cultural backgrounds
without involving one culture at the expense of the other, which contributes to build-
ing effective communication bridges (Gibb & Burns, 2018)

If that companies want to create a work environment characterized by (cultural
compatibility), they must focus on building basic pillars that represent the dimensions
of cultural compatibility, which are (communication), understanding how individuals
interact and exchange information between them, while shedding light on the influ-
ence of language and communication methods. , (Values and Beliefs) that emphasize
understanding and respect for the diversity of values and beliefs among individuals,
and how these differences affect their perceptions and decision-making, (Action and
Behavior) understanding how emotions and interactions are expressed in multiple cul-
tures, from nonverbal actions to respect for those differences and teamwork. To adapt
to the differences in working within multicultural teams, with an emphasis on building

collaborative and effective teams (Kinuthia, 2023).

3.1.5 Dimensions of Organizational Culture

1.1.1.1 Organizational values

Values are defined as joint agreements that reflect the place or environment of work
so that these values are based on guiding employees’ behavior within different reg-

ulatory circumstances (Holloway,Romme&Demerouti,2018) Or it’s a general belief
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that determines what’s right from wrong and what’s preferred, or not. While some
see organizational values as values that may not be fixed and remain, a proportion of
these values have been entrenched in our lives and deepened (Thekdi&Aven,2018) It
is the absolute and determined learning of individuals that ensures to a greater or less-
er extent that their values are sustained for life and remain unchanged. Organizational
values are the fundamental pillar of any organizational culture, so they are at the core
of the philosophy of any organization seeking to achieve its mission and objectives
efficiently and effectively. That is to say, it reflects the general sentiment and attitudes
of workers towards the organization, It is a reference constitution expressed through
the organization’s internal law, which allows for the conception of the decision and

permits the expression of good perception or behavior (Bourne&Jenkins,2013) .

1.1.1.2 Organizational Beliefs

He stated that organizational beliefs are shared ideas and views about the nature
of work and social life in the working environment and how to accomplish work and
organizational tasks. One of the most important beliefs is to participate in the deci-
sion-making process, contribute and communicate in collective action and its impact
on the achievement of organizational goals (Alomeean, 2005)

Organizational beliefs also refer to an individual’s perception of something. They
also reflect their understanding of truth and beliefs, which are based on knowledge
and belief, and are accompanied or unaccompanied by consignments and emotional
feelings. While some see it as common ideas among workers in a single working envi-
ronment, they seek to apply it because it relates to how the work is done and the tasks
and processes assigned to them within the organization (Gibb&Burns,2018)

1.1.1.3 Organizational Norms

These are standards that are recognized within any working organization and to

which society is bound. Some may consider them to be enforceable and obligatory
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as serving the organization and the working environment regardless of whether those
customs are useful or useless(GhalichKhani&Hakkak,2016) It is one of the important
concepts in behavioral science as well as the importance of sociology by referring to
the methods of work and the actions of most individuals as members of a unified cul-
tural society in its characteristics and components that are concerned with the study of
socially and organizationally acceptable behavior(Elgamal,2018) While some believe
that regulatory norms are standards that regulators adhere to because they believe they
are valid and necessary for them regardless of their usefulness or usefulness, they are
criteria and a set of rules and norms useful for regulation and working environment

that are not written or stipulated but must be followed.

3.2 STRATEGIC DIRECTION

3.2.1 The concept of strategic direction

Strategic orientation is one of the important variables affecting the performance of
organizations. It influences the management’s way of thinking and functioning, focus-
es primarily on the organization. It continuously collects information on the needs of
the target groups and the organization’s potential, and then uses this information in the
second place to generate value added for the beneficiaries permanently. It represents
a set of broad strategies that are substantively oriented towards the formulation and
formulation of the Organization’s mission (who are we?) So that you give her a vision
for the future (what will we be?), We create these strategies (understanding, intelli-
gence and understanding) by understanding what philosophy, values and a set of ref-
erence comparisons for the organization to achieve its objectives (Jandab, 2013), The
strategic direction reflects the organization’s philosophy of how to perform business
functions through a set of deep-rooted values and beliefs evidenced by the organiza-
tion to achieve a successful and superior performance. It is defined as a specific ap-

proach that lays down the work of organizations through the perception of leadership
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for their overall environment. In the preceding definition, the strategic thinker was
based primarily on the concept of perception of leaders who had the ability to think
flexibly in the face of whatever might arise or hinder the organization’s course, and to
prevent the achievement of its objectives. (Meisam,2014) and her colleagues argued
that the strategic direction was planned interactions that indicated how the Organiza-
tion could access its resources to achieve its objectives and achieve the desired level
of performance, reflected in quality and leadership, and underscored the importance

of access to resources and effective leadership.

3.2.2 Strategic Orientation Requirements

1.1.1.1 Strategic Thinking

Strategic thinking is a contemporary and intellectual model that contributes to har-
monizing organizational potential, competition reality and the organization’s future.
Although strategic thinking is important and necessary, indicators and indicators con-
firm the neglect of the practice of this type of thinking from the presidencies of busi-
ness organizations. The concept of strategic thinking work encompasses benefit and
future evolution, and conceptualizing future variables in a series interconnected with
what happened, what would happen, and it would help enable the organization to turn
its vision into reality, the researchers said, “The purpose of the strategic thinking pro-
cess is to access decisions and processes that lead to better performance, efficiency

and effectiveness.

1.1.1.2 Strategic objective

The strategic objective is seen as the core of the strategy. It provides a sense of di-
rection, exploration and individual capacity of each individual in the organization. It
can also be seen at the top of the target. The strategic objective is defined as the desired

future situation. The Organization’s ambition, which motivates both managers and indi-
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viduals working in the Organization, is also seen by those who see the strategic objective
as a high-level statement of the Organization’s means to achieve its vision, as well as
the design of a statement to create the desired future. In addition, they are clear in most
successful organizations, but this instrument overlaps with the original concept, despite
the nature of the relationship between them being the part of the whole and the objective
is usually inherently linked to one of the strategic orientation dimensions.

3.2.4 Strategic Direction Dimensions

The roots of the dimensions of strategic direction are relatively still under study,
but it can be said that they go back to (Venkatraman, 1989) in his efforts to build
and validate the measure of strategic direction, identifying the six main dimensions of
strategic direction through a comprehensive study of strategic management literature
and research These dimensions are (offensive, analytical, defensive, proactive, future,
risk), as both (Venkatraman,1986), (Eris,2012) and (Morgan & Strong, 2003) agree

on these dimensions, and form (2) illustrates these six dimensions.

3.2.4.1 Offensive

This dimension is characterized by direct confrontation and challenge when com-
pared with and outperformed by other organizations, using strategies such as tar-
geting the weaknesses of other organizations or using new strategies to improve
product quality, publicity, advertising or capabilities Moreover, in seeking to use
this dimension, organizations have a clear message that they focus on the so-called
“payment strategy” ,This strategy is rarely successful in fact because it causes long-
term obstacles and risks, as Morgan and his colleagues have stated that offensive
orientation is linked to organizations’ slow adaptation to ambient variables, and the
organization’s rapid development of its resources more quickly than competitors

(Morgan, et.al, 2009).
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3.2.4.2 Analytical

this dimension calls for solving the problems facing the Organization and urging
senior management and managers in units to look deeper at the roots of the problem
than an understanding of the Organization’s internal and external environment to gen-
erate the best possible alternatives to the solution, This type of orientation, according
to the researchers, refers to the ability to investigate in depth the underlying causes of
problems and develop solutions and alternative solutions, and is linked to maintaining

internal cohesion within the strategy designed to achieve the organization’s objectives

(Abiodun, 2011).

1.1.1.3 Defense

This dimension refers to the organization’s defensive behavior, which is charac-
terized by a focus on efficiency, quality, cost reduction and agility, and through a de-
fensive approach the organizations focus on maintaining their level within the sector
by maintaining the effective costs and efficiency they apply rather than developing
their capabilities and entering into new ideas that may increase threats and reduce
opportunities, This strategy is also called the cost reduction strategy, applied when the
Organization wants to reduce its operations comprehensively, in order to stop a seri-
ous deterioration in the Organization’s situation or to overcome a serious crisis that
threatens its business presence and continuity, and this strategy represents short-term,
temporary solutions, This trend reflects the organization’s emphasis on strategies for
defending the essence of technology and the scope of the product market through the

use of cost reduction technology for operational efficiency.

1.1.1.4 Proactive
Proactive is the organization’s reaction as its first act when changes occur, from an-

other point of view, it reflects the organization’s continued involvement in the search
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for new opportunities and is also the primary reason for introducing new ideas, while
old ideas have strategically faded into the work of the organization. The proactive
dimension indicates a high degree of practical experience as a result of research and

reactions when applying plans and strategies.

1.1.1.5 Future

This orientation is related to the future due to time considerations or so-called time
orientation in decision-making. This qualification refers to the extent to which the fu-
ture benefit is reflected in key strategy decisions, in terms of relative focus of consid-
erations versus focus on efficiency, in other words, focus on long-term plans, research
or decisions and application of a short-term focus, This characteristic is reflected in
the Organization’s focus on sales forecasting decisions and customer needs. This char-
acteristic is based on environmental changes surrounding the Organization. The future
direction therefore reflects the Organization’s level of readiness and readiness to meet

all future and anticipated environmental conditions (Morgan, et.al, 2009).

1.1.1.6 Risk Tolerance

This kind of trend explains how dangerous it is to make resource allocation de-
cisions and potential as well as to choose products and markets, which results in it
reflecting on how this risk is generally addressed as a treatment at the individual or
personal level. For example, (Decision maker or Executive Director) Here, the levels
of the organization’s structure are shown and are expected to be reflected in resource
allocation decisions and the overall decision-making pattern, defined by researchers as

the rate of loss and profits that the organization earns because of its conduct or activity

(Morgan, et.al, 2009).

4. RESEARCH PRACTICAL FRAMEWORK FOR RESEARCH
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4.1 view and analyze the results of search variables

This focuses on presenting and analyzing the results of research variables based on
the instrument of measurement (identification) and then discussing the responses of
individuals of the research sample through the application of the Likert scale using de-
scriptive statistical methods which include (weighted computational medium, standard
deviation, variation factor, response intensity).

First: Organizational culture: - Represents and symbolizes the independent chang-
ing organizational culture (OC) as three dimensions of organizational culture are
addressed: organizational beliefs (E), organizational values (V), and organizational

customs (N).

Table 2. Analyzing the answers of members of the research sample about the di-

mensions of organizational culture
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\%! 2.98 0.96 32.34
V2 3.33 1.06 31.96
(Organizational Values (V V3 3.60 0.96 26.88
V4 3.66 1.15 31.50

The total 3.39 1.03 30.67

N1 3.8 1.12 29.45

N2 3.53 1.18 33.56

N3 3.15 1.01 32.15
(organizational customs (N

N4 3.6 0.95 31.98

N5 3.46 0.99 30.87

The total 3.50 1.05 31.60

3.49 1.01 29.71

Source: Prepared by researchers based on the results of the electronic calculator
and the SPSS statistical program

Table 2 shows the analysis of the responses of individuals of the research sample
about the dimensions of OC organizational culture as follows: -

A. Organizational beliefs (E): The total balance of the computational medium
of the paragraphs was organizational beliefs (E) (3.60), with a standard deviation
(0.96%), a difference factor (26.88%), and an answer intensity (72.15%).

B. Organizational Values (V): The total of the organizational values paragraphs V
achieved the third ranking according to the responses of the individuals of the research
sample, reaching the weighted arithmetic medium (3.39), with a standard deviation
(1.03%), a difference factor (30.67%), and an answer intensity (67.91%).

C. Organizational Customs (N): The calculus weighed for the sum of N regulatory
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norms according to the responses of the individuals of the research sample (3.50),
with a standard deviation (1.05%), a difference factor (31.60%), and an answer in-
tensity (67.75%), was in the second order.

% The answers of the research sample members regarding the dimensions of orga-
nizational culture (OC) were at a moderate level, with the arithmetic mean between
(3.39 - 3.60).

x Based on the values of the computational circles of the three dimensions, the
independent OC organizational culture variable achieved the total weighted computa-
tional medium value (3.49), with a standard deviation (1.01%), a difference factor
(29.71%) and an answer intensity (69.27%), which reflects an acceptable limit of
agreement on the answers of the individuals of the research sample to keep out the OC
organizational culture variable and its vertebrae. The following table shows the order
of the dimensions of the OC organizational culture from the weighted computational

medium and the difference factor:

Table 3. Order OC Organizational Culture Dimensions by Individual Answers

Sample Search

g E g £ 5 &
° 2 ~ § S £ >
Z ) 2 o 2 B =
g S 35 T g &
A 'g g S
Organizational
1 3.60 26.88% first
(Beliefs (E
Organizational
2 3.39 30.67% third
(Values (V
Organizational
3 3.50 31.60% Second
(customs (N
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Second: Strategic orientation: - Represents and symbolizes the evolving strategic
direction of SD, three dimensions of strategic direction are addressed: Vision (V),

Mission (M), and Objectives (O).

Table 4. Analysis of the responses of individuals of the research sample about the

dimensions of the strategic direction
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01 3.80 0.99 31.45
02 3.33 0.92 34.56
03 3.45 0.96 32.39
(Objectives(O
04 3.85 0.98 32.88
05 3.51 0.95 31.27
Total 3.58 0.96 32.51
3.60 0.956 30.36

Table (4) shows the analysis of the responses of individuals of the research sample
on the dimensions of the strategic direction SD as follows: -

A. Vision V: The total weighted computational medium of the paragraphs (3.55),
with standard deviation (0.97%), a difference factor (27.44%), and an answer inten-
sity (71.04%), these results indicate that the V vision paragraphs are in the third order
in the responses of the individuals of the research sample.

B. mission: The total of M-letter paragraphs achieved the highest ranking accord-
ing to the answers of the individuals of the search sample, reaching the weighted
arithmetic medium (3.68), with a standard deviation (0.94%), a difference factor
(31.14%), and an answer intensity (67.03%).

C. Objectives O: The computational medium weighed for total target paragraphs
O according to the answers of the individuals of the search sample (3.58), with stan-
dard deviation (0.96%), a difference factor (32.51%), and the intensity of the answer
(67.26%), was in the second order.

The responses of individuals of the research sample at the level of SD strategic
direction dimensions were at a moderate level of computational medium between
(3.55-3.68).

Based on the three-dimensional calculus values, the SD Strategic Direction Vari-
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able achieved the total weighted arithmetic medium (3.60), with a standard devia-
tion (0.956%) and a difference factor (30.36%), and an answer intensity (68.44%),
which reflects an acceptable limit of agreement on the answers of the individuals of
the research sample to remove the SD strategic direction variable and its vertebrae.
The following table shows the order of SD strategic direction dimensions from the

weighted computational environment and difference factor:

Table 5. Order Strategic Direction SD Dimensions by Individual Answers Sample

Search

No
Dimen-
sions
Weighted
arithmetic
mean
Coeffi-
cient of
variation
Ranking

1 (Vision (V 3.55 71.04% third
2 (Mission(M 3.68 % 31.41 first
Objectives
3 3.58 32.51% Second
(¢

Source: Prepared by researchers.

4.2 test the hypotheses of research variables
First: Measuring the impact of research variables: This hub includes measuring the
impact of OC organizational culture dimensions with SD strategic direction dimen-

sions as in the following table: -

Table 6. Measuring the impact of OC organizational culture dimensions with SD

strategic direction dimensions
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1 -1
k B z s 3 2
= 2 g < 2 = =
o £ £ 3| & 0
5 2 2 8 g 2 S < <
tE © 3 sa|l S| gx| 3| 3
B 2 o g - Q -
S < g = =] = = - <
S £ 2 A @ o1 8 & =
w .S 2] & % o B 5]
§ * 5 & & & 2 3
E E S 3 S 2
A A =

(Organizational Beliefs(E (Vision (V 0.702 0.672 0.89 13.8 5.378

(Organizational Values (V (Mission(M 0.523 0.638 0.76 12.9 4.298

(Organizational customs (N (Objectives (O 0.689 0.691 0.73 11.9 4.789

From the table above, the following are shown:

1.The existence of a morally significant effect between the dimension of regulatory
beliefs (E) and Vision V, with the value of the regression coefficient (0.702) and the
interpretation coefficient (0.89).

2.The existence of a morally significant effect between the regulatory value dimen-
sion (V) with message M, with the value of the regression factor (0.523) and the
interpretation factor (0.76).

3.The existence of a morally significant effect between the regulatory custom (N)
and the O targets, with the value of the regression coefficient (0.689) and the inter-

pretation coefficient (0.73).

4.3 Measuring the correlations between research variables: This axis includes
measuring the correlation of the OC organizational culture dimensions with the SD

strategic orientation dimensions as in the following table: -

Table 7. Measuring the correlation between OC organizational culture dimensions

with SD strategic orientation dimensions
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& o 8 2
80 < =
5 2 s g s 2
= 5 o= = 2
s 8 “ B £ =
g 3 2 & s & 2
.2 = 1=} 5 80 N’ v
v 9 o <
g 5 2 9 =] iy
g g 5 % e )
a A £ m
a
(Organizational Beliefs (E (Vision (V 0.736
(Organizational Values (V (Mission(M 0.523 0.001
(Organizational customs (N (Objectives (O 0.689

Source: Prepared by researchers based on the results of the Spss v25 statistical
programmer.

Explanation of results: Table No. 7 shows the linkages between organizational cul-
ture dimension variables and strategic orientation dimensions through the following: -

1.A strong and positive correlation (r = 0.736, p < 0.01) between the dimension
of regulatory beliefs (E) and Vision (V) indicates that the greater the need for the
company to take greater care of the dimension to and vice versa.

2.Having a positive correlation (r = 0.523, p < 0.01) between after regulatory
values (V) and after message (M) this result indicates that whenever the company’s
organizational values are meaningful and achieve a clear message the opposite is true.

3.There is a strong positive correlation (r = 0.689, p < 0.01) between after reg-
ulatory usage (N) and after (O) targets and this result indicates that the larger after
regulatory usage the greater the achievement of greater goals and vice versa.

The strength of the binding coefficient is determined by the following: -

«Strong correlation if the coefficient value is greater than (0.30).

% A moderate correlation if the value of the correlation coefficient is between
(0.10_0.30).

%A weak correlation if the value of the correlation coefficient is less than (0.10).
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5. CONCLUSIONC AND RECOMMENDATIONS

5.1 Conclusions

1. The results of the research were obtained through statistical analysis of the re-
search variables and its dimension by not achieving the first main hypothesis. (There
is no statistically significant correlation between organizational culture in its dimen-
sions and strategic orientation in its dimensions) The results of the respondents of
the research sample and then measured the correlation between the research variables
reached (A statistically significant correlation between organizational culture in its
dimensions and strategic orientation in its dimensions).

2. The results of the research were obtained through statistical analysis of the re-
search variables and its dimension by achieving the second main hypothesis, which
states (a morally significant impact relationship of organizational culture with its di-
mensions in the strategic direction of its dimensions).

3. The results of the analysis showed the responses of the individuals of the Zain
Iraq Telecommunications Company research sample, the order and priorities of the
response to the dimensions of organizational culture and the removal of strategic di-
rection through the following:

A- Dimensions of organizational culture: -

% Organizational beliefs E: The highest ranking came among the respondents of the
search sample as the total weighted arithmetic medium (3.60).

% Regulatory custom N: The computational medium weighed according to the an-
swers of the search sample (3.50), was in the second order.

% Organizational values V: Achieved the third ranking by individual answers of the
search sample, reaching the weighted arithmetic medium (3.39).

B- Strategic Direction Dimensions

% Message M: Achieve the highest ranking by individual answers of the search

sample, reaching the weighted arithmetic medium (3.68).
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% Objectives O: The computational medium weighed according to individual an-
swers of the search sample (3.58) was in the second order.
% Vision V: The total weighted computational medium (3.55) was the third rank-

ing among the respondents of the search sample.

5.2 Recommendations

1. Zain Telecommunications Management should pay more attention to the dimen-
sion of a company’s organizational values because it plays a significant role in devel-
oping proposals and ideas for the types of services that can be provided to the commu-
nity as well as encouraging the spirit of collective action to carry out tasks efficiently.

2. Zain Telecommunications Management must pay more attention to the vision
dimension of Zain Telecommunications Company because it plays a significant role in
the design and promotion of the Company’s policies and objectives.

3. The company should adopt regulatory norms more closely in relation to improv-
ing performance efficiency and organizational behavior at the level of the company’s

employees, people and departments.
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