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ABSTRACT 

 

This study investigated the organizational culture of a state university 

in the Philippines through the perceptions of part-time faculty mem-

bers using the Organizational Culture Assessment Instrument (OCAI). 

The OCAI assesses six dimensions of organizational culture: dominant 

characteristics, organizational leadership, employee management, or-

ganizational glue, strategic emphasis, and success criteria. Ten con-

tract-of-service faculty members participated in the study, allocating 

100 points among four cultural types (Clan, Adhocracy, Market, and Hi-

erarchy) for each dimension to represent the existing and preferred 

cultures. The results showed that the existing culture was dominated 

by Clan culture (31.17 points), characterized by a friendly work envi-

ronment and high employee commitment, followed by Hierarchy 

(27.83 points), Adhocracy (21.67 points), and Market cultures (19.33 

points). The preferred culture profile indicated a desire for slight shifts, 

with increases in Adhocracy (2.66 points) and Market (5.17 points) cul-

tures, and decreases in Clan (0.84 points) and Hierarchy (7 points) cul-

tures. The differences between the existing and preferred profiles were 

less than 10 points, suggesting that there was no urgent need for cul-

tural change. The findings contribute to understanding the organiza-

tional dynamics in Philippine state universities and may inform insti-

tutional policies and practices that support part-time faculty engage-

ment and effectiveness. Recommendations include implementing 

strategies to balance the desired cultural shifts while maintaining the 

strengths of the existing clan culture, providing professional develop-

ment opportunities, and conducting further research to examine the 

impact of organizational culture on faculty outcomes. 
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Introduction 
Organizational culture in higher education 

is defined as the collective values, beliefs, 
norms, and behaviors that shape how individu-
als within an institution interact and work to-
wards common goals (Köse and Korkmaz, 
2019). This culture significantly influences in-
stitutional effectiveness, faculty satisfaction, 
and student outcomes by fostering an environ-
ment that supports innovation, collaboration 
and engagement (Trivedi and Prakasha, 2021). 
The Competing Values Framework (CVF), de-
veloped by Cameron and Quinn, categorizes or-
ganizational culture into four types: Clan, 
Adhocracy, Market, and Hierarchy. Clan culture 
emphasizes a family like environment with a 
focus on mentoring and teamwork; adhocracy 
values innovation and flexibility; the market is 
driven by competition and results; and hierar-
chy prioritizes structure and stability (Fer-
nandes et al., 2023). The Organizational Culture 
Assessment Instrument (OCAI) measures these 
cultural types across six dimensions: dominant 
characteristics, organizational leadership, 
management of employees, organization glue, 
strategic emphasis, and criteria of success, 
providing a diagnostic tool to understand and 
develop an institution's cultural dynamics for 
improved performance and alignment with ac-
ademic goals (Dobrin et al., 2021).  

Part-time faculty play a significant role in 
Philippine higher education in state and private 
universities through their teaching flexibility 
and specialized expertise in academic pro-
grams. However, they face challenges, includ-
ing a lack of job security, limited benefits, and 
insufficient inclusion in institutional activities. 
The increase in contract-of-service appoint-
ments among part-time faculty stems from pol-
icy shifts and economic constraints, as institu-
tions rely on part-time instructors to manage 
their budgets while maintaining educational 
services. Part-time faculty members teach spe-
cialized courses and cover temporary vacan-
cies, ensuring educational continuity. Their 
challenges are multifaceted - job security is a 
major concern as contract renewals are sea-
sonal and dependent on institutional needs and 
budgets. This instability is particularly prob-
lematic because of the Philippines' high reli-
ance on contractual appointments. Limited  

access to health insurance and retirement 
plans marginalizes these educators, while ex-
clusion from decision-making and professional 
development hinders their career growth. Pol-
icy measures by the Commission on Higher Ed-
ucation (CHED) have influenced the reliance on 
part-time faculty. While the CHED maintains 
educational quality guidelines, fiscal measures 
necessitate part-time faculty employment as a 
cost-saving strategy. As institutions manage in-
creased enrollment with limited resources, the 
engagement of part-time faculty members be-
comes necessary, highlighting the need for pol-
icies that better support and integrate these 
crucial educators while addressing inequities. 

Understanding an organization’s culture 
from the perspective of part-time faculty offers 
unique insights into inclusion, decision-mak-
ing, and organizational support. These faculty 
members often occupy a dual status—they are 
integral to delivering core instruction yet are 
frequently excluded from key governance mat-
ters, which makes their viewpoint critical for 
fostering meaningful culture change. Part-time 
faculty contribute significantly to education 
while being excluded from institutional deci-
sion making (Gelman et al., 2022). This exclu-
sion can lead to marginalization, isolation, and 
emotional exhaustion, affecting job satisfaction 
and well-being (Kinder et al., 2023). Their in-
sights can highlight areas for improvement in 
organizational support systems to promote in-
clusivity. Institutions that inadequately sup-
port part-time faculty may find diversity, eq-
uity, and inclusion (DE&I) training less effec-
tive. Support from co-workers and leaders is 
essential for fostering optimistic attitudes to-
ward inclusion and enabling part-time faculty 
to see their roles as significant (Dalessandro 
and Lovell, 2024). Part-time faculty percep-
tions can reveal the institutional norms that af-
fect workplace discrimination and inclusivity. 
Organizational culture shapes these percep-
tions through behavioral norms and workplace 
expectations (Kartolo & Kwantes, 2019). Un-
derstanding how part-time faculty experience 
these norms can illuminate their integration 
into the academic community. By examining 
organizational culture from the perspective of 
part-time faculty, institutions can identify ar-
eas for fostering a more inclusive environment, 
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thereby enhancing both individual experiences 
and institutional effectiveness. 

Cultural alignment is crucial for innovation, 
collaboration, and academic excellence in 
higher education in the Philippines. By con-
necting cultural profiles with institutional 
goals, universities can create an environment 
that sustains excellence and innovation in the 
long term. Strategic alignment and assessment 
of cultural profiles can inform institutional pol-
icies in the Philippines. Cultural alignment 
helps institutions leverage their strengths 
while addressing gaps that may impede goal 
achievement. It aids in developing strategies 
that integrate technology into academic set-
tings (Aldalimy et al., 2019). Faculty develop-
ment programs should promote skills aligned 
with both individual excellence and institu-
tional goals through leadership and mentoring 
programs (Steinert et al., 2024). Universities 
can enhance development by promoting open 
innovation frameworks that support digital 
competence. Digital skills are essential for edu-
cational innovation and stakeholder collabora-
tion (Jekabsone and Anohina-Naumeca, 2024). 
Inter-agency and international partnerships 
enhance faculty development and integration 
into global academic communities (Aryal et al., 
2023). Employee engagement improves by bal-
ancing cultural norms with preferred profiles 
and promoting diversity and skill development 
(Szi̇egat, 2022; Bilimoria and Singer, 2019). In-
volving faculty in decision-making and reward-
ing innovation drive engagement and align per-
sonal goals with institutional objectives (Mai-
mad et al., 2023). 

The primary aim of this study is to describe 
existing and preferred organizational culture 
profiles as perceived by part-time faculty using 
the Organizational Culture Assessment Instru-
ment (OCAI). By examining the current and de-
sired cultural landscapes through the lens of 
part-time faculty, this research seeks to pro-
vide valuable insights that will guide university 
leaders in crafting inclusive and responsive cul-
ture-building strategies. These findings will 
contribute to the development of a more sup-
portive environment for both full-time and 
part-time staff, addressing the unique perspec-
tives and needs of contract faculty members. 
The study's objectives include describing the 

existing and preferred cultures in the institu-
tion as perceived by part-time faculty, ulti-
mately fostering a more cohesive and inclusive 
organizational culture within the university 
setting. 

  
Literature Review 
Organizational Culture 

Organizational culture is a complex con-
struct encompassing the norms, values, and be-
haviors that define how things are done in an 
organization. It plays a significant role in influ-
encing individual behavior and overall organi-
zational performance. Key components include 
the workplace environment, behaviors, values, 
beliefs, and attitudes, which are often shaped 
by communication, teamwork, leadership, and 
relationships (Aldhafeeri, 2024). Quinn and 
Cameron's Competing Values Framework 
(CVF) is a widely used model for understanding 
organizational culture. The CVF categorizes or-
ganizational culture into four types: clan, 
adhocracy, market, and hierarchical. Each type 
is characterized by specific values and priori-
ties, such as flexibility, stability, internal focus, 
and external orientation (Shim et al. 2015). 
This framework supports the analysis of how 
different cultural environments influence or-
ganizational dynamics, such as innovation and 
employee engagement (Eldridge et al., 2015; 
Leal-Rodríguez et al., 2016).  In educational 
contexts, organizational culture theories have 
been applied to enhance the understanding of 
school environments and manage change effec-
tively. For instance, research in Indian schools 
demonstrates a preference for clan culture, 
which emphasizes mentorship, team building, 
and participative decision-making, particularly 
under the National Educational Policy (Chen-
nattuserry, 2022). Similarly, a study of Ethio-
pian public universities found that clan and hi-
erarchy cultures are predominant, affecting or-
ganizational effectiveness in different ways 
(Gebretsadik, 2020). Organizational culture 
management models adapted for the educa-
tional sector can improve the delivery of edu-
cational services by aligning cultural practices 
with the institution’s goals. However, adapting 
these models presents challenges owing to dif-
ferences in their sectoral needs and objectives 
(Indacochea et al., 2018). In Turkey, the  



Abe et al., 2025 / Looking at the State University’s Organizational Culture Through the Lens of Part-Time Faculty 

 

    
 IJMABER 3750 Volume 6 | Number 8 | August | 2025 

 

organizational culture of universities is hierar-
chical, reflecting a broader national cultural 
structure that values control and authority 
(Caliskan and Zhu, 2019). 

 
Organizational Citizenship Behavior (OCB) 

Organizational Citizenship Behavior (OCB) 
refers to voluntary, extra-role activities per-
formed by employees that are not formally re-
warded but contribute to an organization’s ef-
fective functioning. These behaviors are vital 
for enhancing workplace harmony, productiv-
ity, and the overall organizational climate of the 
workplace. OCB dimensions typically include 
altruism (helping others), conscientiousness 
(exceeding performance expectations), sports-
manship (maintaining a positive attitude), 
courtesy (preventing conflicts), and civic virtue 
(engagement in organizational activities) (Ha-
san et al., 2024). 

In the context of educational institutions, 
OCB is paramount because it enhances the ed-
ucational environment and promotes a sense of 
community among the faculty and staff. Such 
behavior contributes to collaborative efforts, 
allowing institutions to adapt to changes more 
effectively and improve student outcomes. The 
importance of OCB in educational settings is 
also linked to fostering an inclusive atmos-
phere that supports student engagement and 
satisfaction, which, in turn, can lead to higher 
educational quality and reputation (Buonomo 
et al., 2020 ). Several factors influence faculty 
members’ OCB, including organizational cul-
ture, commitment, and career development 
(Hasan et al. 2024). A supportive organiza-
tional culture that values and encourages ex-
tra-role behavior leads to a higher display of 
OCB. Additionally, faculty members with strong 
organizational commitment are more likely to 
exhibit OCB because they have vested interests 
in their institution’s success and well-being. 
Opportunities for professional development 
also play a crucial role, as they can enhance job 
satisfaction and motivate faculty to engage in 
behaviors that benefit the collective faculty. 
Moreover, the perception of meaningful work 
and positive feedback from colleagues can sig-
nificantly affect school leaders’ OCB. Principals 
who comprehend the importance of their role 
and receive constructive feedback from their 

peers are more likely to exhibit OCB, thereby 
enhancing the school's organizational develop-
ment and success (Buonomo et al., 2020). 

 
Organizational Commitment 

Organizational commitment is a multifac-
eted construct generally categorized into three 
types: affective, continuance, and normative 
commitment. Affective commitment refers to 
an employee's emotional attachment to, identi-
fication with, and involvement in the organiza-
tion. Continuance commitment involves aware-
ness of the costs associated with leaving an or-
ganization, whereas normative commitment 
reflects a feeling of obligation to remain with an 
organization (Nguyen et al., 2022). The rela-
tionship between organizational commitment 
and organizational citizenship behavior (OCB) 
is well-established in the academic literature. 
OCB encompasses voluntary, extra-role behav-
iors that contribute to the organization but are 
not part of an employee's formal job descrip-
tion. A moderate positive correlation was 
found between organizational commitment 
and OCB. This means that as commitment in-
creases, so does the frequency and intensity of 
OCB (Cetin et al., 2015). Specifically, affective 
commitment has been identified as the most in-
fluential predictor of OCB in academic settings, 
suggesting that emotional attachment to the or-
ganization significantly boosts citizenship be-
havior (Donglong et al., 2019). 

Furthermore, factors influencing organiza-
tional commitment in academic settings in-
clude job satisfaction and perceived organiza-
tional support. Job satisfaction is positively cor-
related with both organizational commitment 
and OCB, thereby improving school effective-
ness (Shrestha 2022). Another study empha-
sized the importance of perceived organiza-
tional support, noting that it does not mediate 
the relationship between organizational com-
mitment and OCB among contingent faculty 
members. Instead, these faculties often rated 
their OCB higher than their organizational com-
mitment or perceived support, suggesting that 
other factors are at play (Palma and West, 
2023).  Moreover, employee participation in 
decision-making processes strengthens this re-
lationship by mediating the link between affec-
tive commitment and OCB (Knezović and 
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Smajić, 2022). Job stressors, such as work over-
load and interpersonal conflict, can negatively 
impact organizational commitment and OCB; 
however, the presence of social interaction can 
mitigate these effects, highlighting the im-
portance of social relationships within aca-
demic environments (Pooja et al. 2016). Organ-
izational commitment in academic settings sig-
nificantly influences OCB, with affective com-
mitment being critical. Factors such as job sat-
isfaction, social interaction, and employee par-
ticipation in decision-making processes can 
positively impact this relationship, suggesting 
avenues for enhancing commitment and citi-
zenship behaviors among faculty and staff in 
educational institutions.  

 
Methods  
Research Design 

This study employed a descriptive survey 
design to capture part-time faculty perceptions 
of the organizational culture at State Univer-
sity. Using the Organizational Culture Assess-
ment Instrument (OCAI) developed by Quinn 
and Cameron (1999), we generated both quan-
titative profiles (existing vs. preferred culture) 
and qualitative insights into faculty priorities 
for institutional culture. 
 
Participants 

A purposive sample of ten contract-of-ser-
vice (part-time) faculty members was recruited 
across diverse academic disciplines. The inclu-
sion criteria were as follows: (1) current em-
ployment as part-time faculty at Isabela State 
University and (2) willingness to complete both 
sections of the OCAI survey. All ten invited par-
ticipants consented, yielding a 100 % response 
rate. 

 
Instrumentation 

The Organizational Culture Assessment In-
strument (OCAI; Cameron & Quinn, 2011) as-
sesses six key dimensions of organizational cul-
ture: (1) Dominant Characteristics, (2) Organi-
zational Leadership, (3) Management of Em-
ployees, (4) organizational “Glue,” (5) strategic 
emphasis, and (6) Criteria of Success. It does so 
by asking participants to allocate 100 points 
among four archetypal descriptions (Clan, 

Adhocracy, Market, and Hierarchy) for each  
dimension. In this study, part-time faculty com-
pleted the OCAI twice, evaluating both the cur-
rent and preferred cultures, resulting in quan-
titative profiles for each of the six dimensions. 
Additionally, immediately after each forced-
choice allocation, participants were invited to 
provide a brief open-ended rationale explain-
ing their point distributions. Participants dis-
tributed 100 points across the four alternatives 
per dimension to represent (a) the current cul-
ture and (b) the preferred culture five years 
into the future. Higher point allocations indi-
cate a stronger alignment with the cultural 
type. 
 
Data Collection Procedure 

After securing ethical clearance and in-
formed consent, the lead researcher distrib-
uted the OCAI questionnaire to the participants 
via email. The faculty were given one week to 
return the completed instruments. Follow-up 
reminders ensured full participation. All re-
sponses were anonymized by assigning code 
numbers prior to analysis. 
 
Data Analysis 

Quantitative OCAI scores were aggregated 
and computed in Excel to produce mean exist-
ing–preferred profiles for each cultural type. 
Differences of less than 10 points per dimen-
sion were interpreted as indicating no urgent 
need for cultural change (Cameron & Quinn, 
2011). To visualize the results, we generated 
radar graphs of the existing versus preferred 
culture profiles. 

 
Ethical Considerations 

Participation was voluntary, with the right 
to withdraw at any time. No personal identifi-
ers were recorded, the and data were stored on 
a password-protected drive accessible only to 
the research team. This study complied with 
the Declaration of Helsinki and the institutional 
ethical guidelines. 

 
Results and Discussion 

Table 1 presents a summary of the assess-
ment data for the institution’s existing culture 
as perceived by the part-time faculty. 
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Table 1 provides a detailed view of the as-
sessment data concerning the perception of in-
stitutional culture by part-time faculty mem-
bers, distributed across ten factors, labeled F1 
to F10. The scores for each factor sum to 100, 
indicating a comprehensive representation of 
the perceptions. For Factor 1 (F1), Category A 
received the highest score of 68.33, showing a 
dominant positive perception, whereas for Fac-
tor 2 (F2), Category D overwhelmingly domi-
nated with a score of 72.50, perhaps indicating 
significant dissatisfaction or challenges in this 
regard. The remaining factors exhibited varied 
distributions. For example, F3 had category A 
leading at 31.67, while F4 saw category D  

prevail at 41.67. Factors F5 and F6 were rela-
tively balanced across categories but veered to-
wards A and B, respectively. Notably, Factor 7 
(F7) scored a substantial 35 for D, reflecting 
major concerns or critiques. Factors 8 through 
10 show a modest leaning towards category A, 
yet they do not eclipse the other categories by 
a large margin. These data suggest variability 
and complexity in the perceptions of the exist-
ing culture, with particular strengths and vul-
nerabilities in different areas as perceived by 
part-time faculty. 

Table 2 presents a summary of the assess-
ment data for the preferred culture in the insti-
tution, as perceived by the part-time faculty. 

 
 
 
 
 
 
 
 
 
 
 
 
 

Table 2 provides an overview of the per-
ceived institutional culture of part-time faculty, 
summarized across various factors (F1–F10). 
Factor F1 predominantly showed a high score 
in Category A (68.33%), indicating a strong 
positive perception. In contrast, for F2, cate-
gory D stands out with 72.50%, suggesting a 
negative sentiment or challenge related to this 
factor. For F3–F10, the scores were more 

evenly distributed. Notably, category A had sig-
nificant scores in F5 and F9, with 26.67% and 
43.33%, respectively, indicating positive as-
pects. Categories B and C showed moderate 
perceptions across most factors, highlighting 
the varied experiences and perspectives of 
part-time faculty. The total for each factor was 
equated to 100%, ensuring a balanced repre-
sentation in the assessment.
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Figure 1. Presents the culture profile of the institution as perceived by the part-time faculty 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1 illustrates the institution’s organi-
zational culture profile as perceived by part-
time faculty. 

Part-time faculty members’ organizational 
culture preferences indicate a desire for a less 
rigid environment and more collaborative and 
competitive dynamics. The existing culture, 
characterized by a strong Clan (31.17) and Hi-
erarchy (27.83) presence, suggests an internal 
focus and formalized procedures within the or-
ganization. However, the preference for a tran-
sition towards Clan (30.33) and Market (24.50) 
cultures highlights a significant inclination to-
wards collaboration, competitiveness, and ex-
ternal orientation. This shift can be interpreted 
as part-time faculty members seeking an envi-
ronment that values flexibility, innovation, and 
less bureaucracy in higher education. Research 
findings align with these observations, noting 
that both academic and administrative staff in 
non-public universities in Poland view Clan  
culture as the preferred style over Hierarchy or 

Market orientations (Cieciora et al., 2021). 
These preferences emphasize the importance 
of fostering teamwork and collaborative envi-
ronments, which have been shown to positively 
influence faculty perceptions of belonging and 
organizational value (Batiste et al., 2021). The 
desire for a more relaxed and less hierarchical 
setup could be linked to improved institutional 
effectiveness, as suggested by studies indicat-
ing that part-time faculty are not less commit-
ted than their full-time counterparts (Deem et 
al., 2015). Furthermore, organizational culture 
significantly affects communication and sup-
port, as part-time faculty members' percep-
tions of organizational support improve when 
they feel valued and supported by their institu-
tions (Culver et al., 2020). Hence, creating a cul-
ture that prioritizes Clan and Market elements 
may enhance not only faculty satisfaction but 
also organizational performance and innova-
tion (Köse and Korkmaz 2019).  
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Conclusion  
This study provides valuable insights into 

the organizational culture of a state university 
in the Philippines, as perceived by its part-time 
faculty members. Using the Organizational Cul-
ture Assessment Instrument (OCAI), the re-
search revealed that the dominant existing cul-
ture is clan culture, characterized by a friendly 
work environment and high employee commit-
ment level. Hierarchy and adhocracy cultures 
were also prominent, emphasizing structure, 
efficiency, and innovation, respectively. The 
preferred culture profile showed a desire for 
slight shifts, with increases in adhocracy and 
market cultures and a decrease in hierarchy.  
The findings suggest that the university exhib-
its a mix of cultures, with employees experienc-
ing a workplace that values collaboration, effi-
ciency, individual initiative and results. The 
congruence between existing and preferred 
cultures indicates relative satisfaction among 
part-time faculty members with the current or-
ganizational environment. However, the desire 
for increased adhocracy and market orienta-
tion points to opportunities for enhancing in-
novation and competitiveness. These results 
contribute to the understanding of organiza-
tional dynamics in Philippine state universities 
and may inform institutional policy and prac-
tice. Future research could explore how per-
ceptions of organizational culture differ be-
tween part-time and full-time faculty and in-
vestigate the impact of culture on key outcomes 
such as job satisfaction, performance, and re-
tention. Overall, this study underscores the im-
portance of assessing and aligning organiza-
tional culture to support the engagement and 
effectiveness of part-time faculty members in 
higher-education institutions. 

 
Recommendation  

Key recommendations include implement-
ing strategies to balance the desired cultural 
shifts while maintaining the strengths of the ex-
isting clan culture. This could involve encour-
aging collaborative research projects, develop-
ing programs for entrepreneurial thinking, and 
streamlining the administrative processes. 
Professional development opportunities 
should be provided to enhance skills in innova-
tion, competitiveness, and external  

engagement. Regular assessment mechanisms 
should be created to align organizational cul-
ture, considering the perspectives of part-time 
faculty. Efforts should be made to further inte-
grate part-time faculty into university commu-
nities and decision-making processes. Follow-
up studies should be conducted to examine the 
differences in cultural perceptions between 
part-time and full-time faculty, as well as to in-
vestigate the impact of culture on outcomes 
such as job satisfaction, performance, and re-
tention. Finally, these findings should be used 
to inform institutional policies and practices. 
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