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1. Introduction

During the past few years, there have been different studies, which indicate that organizations with
appropriate culture tend to have better chance of success (James, 2003). Respect and understanding of
the organizational culture and management in line with long-term goals and strategies of the
organization can have a significant impact on the growth and development of organizations and the
development of the competitive advantage. Organizational culture affects all aspects of the
organizations. Studies show that culture may influence on goal setting, strategy, individual behavior,
organizational performance, job satisfaction and motivation, creativity, decision-making and
participation of employees, the dedication and commitment, hard work, etc. Studies also show that
successful companies have strong organizational culture and effective organization phenomena in
general (Denison & Spreitzer, 1991). A good culture for an organization is similar to serving a nutrition
food to people. It increases people’s motivation and helps them become more creative. Lack of attention
to corporate culture may slow down firm’s movement towards it mission. Identifying and managing
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organizational culture helps managers have a complete view about firms’ strengths and weaknesses.
Organizational cultures includes norms, values, customs, traditions, samples, protocols and all these
factors influence on all aspects of organization, personnel management duties and empower
organizations. Organizational culture that is part of the internal environment describes a combination
of a set of commitments, beliefs and values shared by the members of the organization, and guides
employees to do their duties (Lacatus, 2013).

Baier et al. (2015) analyzed the effects of captive offshoring of innovation activities on the
organizations' ability to adapt their organizational structures. They reported a reverse u-shape of
innovation offshoring on the effectiveness of organizational adaptability, indicating an optimal
threshold value of innovation offshoring. They also showed that the expenses of innovation offshoring
in terms of reduced organizational adaptation could be increased by a regional dispersion of the
offshoring activities and strong embeddedness in onshore networks.

Low et al. (2015) investigated the relationship between organizational culture and international bidding
decisions with association to the political and economic risks of Malaysian international contractors.
They reported that organizational culture casts the effect on international bidding decisions. Albayrak
and Albayrak (2014) “the organizational culture of the construction industry” was discussed and
reported that organizational culture could boost the value of Turkey's construction sector in national
and international context.

Yilmaz and Ergun (2008) investigated organizational culture and firm effectiveness by performing a
survey on relative effects of culture traits and the balanced culture hypothesis in an emerging
economy. Azanza et al. (2013) investigated how flexibility-oriented organizational cultures could
facilitate positive outcomes at the employee level through its effect on authentic leadership. They
explained that authentic leadership partially could mediate the positive relationship between flexibility-
oriented organizational cultures and employees’ job satisfaction. Yesil and Kaya (2013) studied the
role of organizational culture on firm financial performance based on the data gathered from managers
of the organizations in Gaziantep in Turkey. They reported that organizational culture dimensions had
no impact on firm financial performance. Aktas et al. (2011) reported that organizational culture kinds
were associated with some organizational efficiency dimensions. Ebrahimpour et al. (2011)
investigated the relationship between organizational culture and organizational citizenship behavior by
building a model for improving organizational citizenship behavior.

2. The proposed study

This paper investigates the present status of organizational adaptability in Iranian broadcasting system
against environmental changes and present possible suggestions to empower the organization to cope
with future changes. The study uses the method developed by Denison (1990, 2000) to study
organizational changes. The questionnaire of this survey consists of five general questions about
participants’ personal characteristics and 15 questions in 1-5 Likert scale, which measures different
perspectives of organizational adaptability. The questionnaire was first distributed among some experts
to make sure that they were clearly stated and next 20 questionnaires were given to some randomly
selected participants in our survey. Cronbach alpha has been calculated as 0.724, which is well above
the minimum acceptable level of 0.70 and it confirms the reliability of the survey. Finally we assume
the population follows a normal distribution. Therefore we could use the following formula to calculate
the minimum number of sample size,
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where N is the population size, p=1-qrepresents the yes/no categories, z,,,is CDF of normal
distribution and finally & is the error term. Since we have p=0.5,z,,, =1.96and N=2600, the number

of sample size is calculated as n=384. The primary hypothesis of the survey investigates whether or not
organizational adabpatablity in Iranian broadcasting organization is in desirable. To answer this
question, we need to find out whether or not the changability, customer orientation and organizational
learning in this organization are desirable. Table 1 demonstrates some of the basic statistics about these
three factors.

Table 1
The summary of some basic statistics
Item Organizational adaptability Mean Variance Standard deviation
1 Changeability 2.6716 0.324 0.56914
2 Customer orientation 2.6432 0.338 0.58115
3 Organizational learning 2.7727 0.347 0.58892

As we can observe from the results of Table 1, organizational learning maintains the highest mean
followed by changeability and customer orientation. The study uses binomial test to examine the
hypotheses of the survey.

3. The results
The implementation of binomial test on measuring the effects of organizational adaptability

components including changeability, customer orientation and organizational learning has indicated
that none of these components is in desirable level. Table 2 shows details of our findings.

Table 2
The summary of the results of binomial test
Ho H; P Test Sig. Error Result Ho
1 Changeability is desirable Changeability is not desirable 0.23 0.5 0 0.05 Rejected
2 Customer orientation is desirable Customer orientation is not desirable 0.23 0.5 0 0.05 Rejected
3 Organizational learning is desirable ~ Organizational learning is not desirable 0.28 0.5 0 0.05 Rejected

According to the results of Table 2, none of three components of the survey is in desirable level. In
other words, the experts participated in our survey believe that organization is not able to make changes
needed promptly, is not capable of being customer oriented and organizational learning is not within
desirable level. Finally, we have implemented Freedman test to rank different components of the
survey. In our survey, Chi-Square has been calculated as 11.431 with Sig. = 0.000. According to our
survey, organizational learning is the most important factor followed by changeability and customer
orientation.

4. Conclusion

There is no doubt that media in the present century has been changing rapidly and multi media
organizations need to cope with changes, quickly. When an organization learns on how make changes
on its infrastructures, it can adapt with changes more quickly and possible lead to better customer
orientation. In this survey, we have performed an empirical investigation to study the status of three
main components of organizational adaptability. The results of our survey have confirmed that the
Iranian national broadcasting channel was not in good conditions in terms of organizational
adaptability. In our survey, it was cleared that organizational learning was the most important factor
and the management team needs to pay especial attention on empowering its employees. The survey
has also indicated that customer orientation and changeability were not in desirable level. The
organization needs to select suitable personnel with good training and retraining programs. The firm
also needs to have continuous evaluation of audiences’ comments, measure audiences’ satisfaction.
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The organization has to use technology to achieve customers’ expectations. The firm must create a
suitable atmosphere for creativity and innovation and employees with good innovative ideas must be
rewarded, accordingly. Employees also have to be encouraged to participate in learning programs and
people with better educational background must be rewarded.
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