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Abstract
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Extended Abstract

Introduction

Multicultural organizational behavior involves developing structures and practices within
organizations that respect and utilize cultural diversity. This includes creating a workplace
environment that values diversity, implementing non-biased human resource management systems,
promoting women's involvement in higher-level positions, and fostering an understanding and

acceptance of cultural differences (Ketemaw et al., 2024). Such an approach is especially critical in
public sector organizations, where effective multicultural collaboration can reduce employee distress
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and enhance satisfaction, motivation, and attendance (Ieng Lai et al., 2025). However, despite the
existence of supportive legal reforms in many countries, the implementation of multicultural
organizational behavior still faces obstacles that can only be addressed through ongoing education
and strategic diversity management (Green, 2024).

The public sector, in particular, faces persistent challenges in achieving cultural inclusivity, especially
in recruitment and training. Despite efforts toward inclusivity, significant gaps remain, with studies
showing that over 80 percent of public employees maintain racially prejudiced perspectives in some
nations such as the United States (Ieng Lai et al., 2025). To foster truly multicultural organizational
environments, public organizations must implement comprehensive diversity training programs.
These should focus on cultural competence, unconscious bias, and inclusive communication skills,
empowering public service professionals to address inequality and support diverse perspectives
(Green, 2024).

Cultural adaptability is a psychological outcome connected to how well an individual adjusts within
an organizational setting. It reflects the extent to which one feels comfortable and aligned with the
demands of a new role (Asanloo & Khodami, 2014). On an organizational scale, adaptability is the
organization’s response to external changes and internal restructuring, often involving learning
processes that facilitate continuous adjustment to fluctuating environments (Kaplan & Norton, 2010).
Enterprise resource planning (ERP) systems play a key role here, as they enable integrated
information flow across the organization (KiaKajouri et al., 2013; KiaKajouri & Mir Taghian Rudsari,
2016).

In this context, cultural adaptability involves a readiness to embrace diversity, especially in
environments exposed to multiple cultures. It illustrates how cultural encounters and bilingual
proficiency influence one’s integration. Culturally adaptive individuals are better equipped to navigate
globalized challenges—ranging from commerce to social practices (Flaspoler, 2014). This study,
therefore, investigates the interrelationships among multicultural organizational behavior dimensions
in public sector organizations using Interpretive Structural Modeling (ISM).

Methods and Materials

This research is an applied study using a descriptive-survey method aimed at designing
interrelationships among dimensions of multicultural organizational behavior in the public sector.
Data were collected through a structured questionnaire based on a review of theoretical literature
and expert interviews. The statistical population comprised 15 experts in organizational behavior
with demonstrated experience in multicultural studies, selected via purposive sampling.

The study employed Interpretive Structural Modeling (ISM), a methodology that allows researchers
to visualize and analyze complex interrelationships among variables. The ISM process includes six
steps: identifying influencing variables, constructing a self-interaction matrix, generating an initial
reachability matrix, calculating the final reachability matrix, determining variable levels, and finally,
drawing the interpretive structural model.

Four key dimensions were identified: flexible organizational culture, continuous and multi-level
training, effective communication, and multicultural elite management. Each dimension was broken
down into multiple indicators to ensure accurate modeling.

Findings

The initial phase of the study involved identifying the key dimensions and their subcomponents.
Flexible organizational culture included indicators such as minimizing bias, cultural planning, shared
values, and responsiveness. Continuous and multi-level training included cultural decoding, cultural
knowledge development, and homogenized learning. Effective communication included structuring
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formal interactions, technological applications, communication skills, and managing both cultural
conflicts and interactions. Multicultural elite management included strategic guidance, mutual trust,
recruitment strategies, and behavioral policy control.

After identifying the variables, a self-interaction matrix was developed, where experts used symbolic
notations (V, A, X, O) to denote the directional relationships among variables. This matrix was then
converted into binary form to create the initial reachability matrix.

The final reachability matrix was derived by considering transitive relationships among variables.
This matrix helped calculate the driving power and dependence levels of each dimension. Flexible
organizational culture showed the highest driving power (value of 4), influencing all other variables.
Continuous training and effective communication were at the intermediate level, both having
reciprocal relationships with each other. Multicultural elite management had the highest dependency,
affected by all other dimensions.

Based on dependency and driving power calculations, the variables were stratified across three
hierarchical levels. At the base level was flexible organizational culture, which influenced the other
three dimensions. The second level included continuous and multi-level training and effective
communication, which had a bidirectional relationship and jointly influenced the third-level
dimension—multicultural elite management.

The final ISM diagram confirmed the hierarchical structure: flexible organizational culture at the
foundational level, continuous and multi-level training and effective communication at the
intermediary level, and multicultural elite management at the top.

Discussion and Conclusion

This study sought to design the internal interrelationships among the dimensions of multicultural
organizational behavior within public sector organizations using Interpretive Structural Modeling. The
ISM method allowed for the systematic mapping of complex and hierarchical relationships among
identified variables.

The results demonstrated that flexible organizational culture forms the foundational element in the
successful implementation of multicultural organizational behavior. This variable influences training,
communication, and elite management practices within organizations. As the base of the model, it
plays a critical role in shaping how other components function and interact.

At the second level, continuous and multi-level training and effective communication emerged as
central mediators. Their reciprocal relationship suggests that enhancing one strengthens the other,
jointly enabling better management of multicultural elites. These two dimensions receive influence
from the flexible culture base and, in turn, impact elite management strategies.

Finally, multicultural elite management appeared as the most dependent variable in the model. It
relies heavily on the foundational cultural structures and intermediate support systems of
communication and training. Effective elite management cannot be achieved without first
establishing a culture that supports diversity and offers structured, ongoing professional
development.

This model illustrates the layered nature of multicultural organizational behavior and provides a
practical roadmap for policymakers and administrators seeking to foster inclusivity in public
organizations. By focusing first on cultural flexibility, institutions can build a solid base for training
and communication efforts, which ultimately support more effective integration and leadership of
diverse talent.

ya
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The study contributes to the field by demonstrating the critical influence of cultural foundations and
interrelated practices on organizational outcomes. It highlights the value of strategic modeling in
addressing complex systemic challenges in public sector diversity management.
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