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Abstract

This mixed-methods research was conducted to identify and design the dimensions,
components and factors of an excellence organizational climate and validate it. The
qualitative phase of the study was based on the grounded theory and MAXQDA
software while the quantitative stage was conducted using SPSS software. The research
population comprised Iranian private banks from which a convenient sample was
selected based on theoretical adequacy and availability during the qualitative phase.
Interviews were run with the sample to reach the theoretical saturation. Further, the
quantitative phase of the study started with a sample of 318 participants who had been
selected based on a multi-stage cluster sampling procedure from 1815 employees using
the Cochran formula. The reliability and validity of the qualitative and quantitative
phases of the research were checked through Lincoln and Guba evaluation and
Cronbach's alpha, respectively. The collected data were analyzed to explain the
paradigmatic model of the excellent organizational climate that was then validated via
Wilcoxon test. The findings indicated that the main dimensions of the excellence
organizational climate include "employee credibility”, "employee and management
mutual respect”" and "employees’ honoring the job and the organization" and that this
model can promote organizational efficiency and profits, productivity, quality of
professional life and organizational culture, branding and more willingness to work in a

competitive environment.
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Figure 2: Maxqgda software output of the excellent organizational climate model
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Figure 3: Components of manager credibility with employees
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Figure 4: Components of the nature of work

3l oolazwl b bl &S Canl (S 059y 9 beudlad 040 (65,5 SSL jo I8 cunle 1S g i
38 allia 1 Jele (gl i 5 g b Jelin 2,5
D)5 Mol LU gy (pl 205 0 e gVl
Uld dnwgs b Conl Y aS 0l dgn g Slpsd ply 0 Gl Hlas Gllasil 1 g pdsBllas] l5e
g0l pladl Cou pl )l 4 Cand LS 5 e yles g
bbb Je slis p Jlte Slojluge (555!
Tt & Juie Slojlwgr caabhl (ool (bl g (p9e b Sl gylI59S 4 agi L
23,5 &l b

(1YA)



Oy g 32,55, (o eHlojlw g2 oI (2w Lie] g (2151

e Slojlwgs byl o0 S
Figure 5: Paradigm model of the excellent organizational climate
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