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Abstract 
The purpose of paper is to explore the role of the organizational performance 
as a mediating variable between organizational DNA and institutional excel-
lence, also the paper aims to review the concept of organizational perfor-
mance, and the different elements of organizational DNA and institutional 
excellence in service business organizations. In order to achieve the purposes 
of the study, researcher adopted a descriptive analytical method. The study 
develops a number of hypotheses and tests them. Of the (500) questionnaires 
that were distributed, (432) usable questionnaires were returned, a response 
rate of (86.4%). Analyzing data was conducted using a set of statistical me-
thods including a normality test along with Cronbach’s alpha, standard devi-
ation, confirmatory factor analysis, exploratory factor analysis, multiple and 
simple linear regression using SPSS-V26 and AMOS-V26. The study reached 
a set of results, the most important of which are: 1) There is a statistically 
impact at significant level (α ≤ 0.05) of organizational DNA on institutional 
excellence through the organizational performance as a mediating variable in 
Alexandria petroleum companies; 2) There is a significant correlation be-
tween organizational performance and organizational DNA, also there is a 
significant correlation between organizational DNA and institutional excel-
lence, and finally there is a significant correlation between organizational 
performance and institutional excellence. The study provided a set of rec-
ommendations including: 1) Organizations and institutions should be en-
couraged to establish excellence by instilling standards of excellence in daily 
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administrative procedures; 2) Encouraging organizations to pay attention to 
the components of organizational DNA (decision making rights, information, 
motivators, and structure) as they can form the organization’s culture 
(decision making rights, information, motivators, and structure) which can 
help to identify organization strengths and weaknesses, and how to cope it.  
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1. Introduction 

Business organizations work today in a global business environment where the 
only constant is discontinuous change. In such environment, organizations need 
transformations and changes (Soroush et al., 2014) [1]. Organizational develop-
ment that involves a comprehensive standpoint in transformation management 
is an appropriate tool for today’s managers; the managers that seek to be com-
patible with environmental changes and benefit from initiations and innovations 
in achieving their goals (Kaipa, 2005) [2]. 

One of the concepts that have been recently considered in management sub-
jects is organizational DNA that describes organizations with a genetic aspect. 
organizational DNA is based on the principle that each organization has exclu-
sive genetic characteristics like any living organisms and the characteristics are 
shown by the constructing, main and natural elements (DNA). Therefore, by 
combining management science with the reality of genetics and biology, effective 
ways could be made in developing the organizations in order to compate with 
continuous changes (Abdel-Raheem, Mohamed Saad (2019) [3]. 

A company’s success or failure in the marketplace today is often not a matter 
of strategy; it is a function of execution. And execution is the product of organi-
zational DNA. Organizational DNA is a technique or means used to pinpoint 
difficulties facing an organization and inhibiting its performance, along with 
ways to overcome such difficulties (Holoday, 2005) [4]. 

When companies experience problems in execution, they have only to look to 
their own organization structure, decision rights, motivators and information flows 
for answers. These form the substance of an organization’s distinct identity and 
personality, the four “nucleotides” of its DNA, if you will. There were four elements 
which may call chromosomes that determine the organization gene which is deci-
sion rights, information, motivators, and structure (Neilson, 2006) [5]. 

The organizational DNA has an effective role in the identification of organiza-
tions and their leadership and management functions such as decisions, organi-
zational structure, group work and communications, Identifying organizational 
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DNA could help in improving innovative performance organizations (Saleh & 
Ihsan, 2007) [6]. 

In the quest to improve performance, attention has been directed at organiza-
tional excellence to remain competitive through innovation and creativity 
(Al-Shibami et al., 2018) [7]. 

Organizational excellence was proposed to achieve an aim that has been estab-
lished at a strategic level ensuring that objectives are met. Organizational excel-
lence refers to the continuous attempt to meet or exceed the requirements and 
expectations of external and internal customers in the entire organizational 
processes, wherein all the employees work towards continuous improvement 
(AlMujaini et al., 2019) [8]. 

Organizational excellence facilitates the combination of the best organization-
al aspects by providing customer-oriented services, doing right the first time by 
preventing error, and mitigating inventory waste (Malek & Kanji, 2009) [9]. 

Hence, this research aims to investigate the impact of the organizational DNA 
on the institutional excellence of Alexandria petroleum companies by improving 
organizational performance, also aims at identifying organizational DNA influ-
ence on innovative performance in local and international organizations in Egypt. 

This paper is divided into nine sections, introduction, objectives of the re-
search, research questions, research model, research hypothesis, research me-
thodology, descriptive statistics, hypothesis testing results, results, recommenda-
tions and conclusion. 

2. Research Design 
2.1. Objectives of the Research 

The objectives of the research are: 
1) Investigate organizational DNA in Alexandria petroleum companies. 
2) Reviewing the concepts of organizational DNA, organizational perfor-

mance and institutional excellence. 
3) Highlight the influence of organizational performance as a moderating va-

riable of the relationship between organizational DNA and institutional excel-
lence. 

4) Formulate recommendations about how to enhancing organizational per-
formance and how to gain institutional excellence, which may be benefit to 
practitioners and professionals. 

2.2. Research Questions 

The attempt of this study was to determine: 
 Is there a statistical relationship with a significant impact between organiza-

tional DNA and the institutional excellence of this type of service organiza-
tion? 

 Do human resource management policies affect the organizational perfor-
mance of Alexandria petroleum companies? 

https://doi.org/10.4236/oalib.1107691


R. A.-E. M. Elsakaan et al. 
 

 

DOI: 10.4236/oalib.1107691 4 Open Access Library Journal 
 

 Does the organizational performance affect the institutional excellence of 
Alexandria petroleum companies? 

 Is there an impact of organizational DNA on institutional excellence through 
the organizational performance as a mediating variable? 

2.3. Research Model 

The proposed comprehensive conceptual model is presented in diagram (1). 
Figure 1 shows that there is one independent variable for the study of organiza-
tional DNA. There is one dependent variable institutional excellence and a me-
diating variable is organizational performance. 

2.4. Research Hypothesis 

 There is a statistically significant effect of organizational DNA on organiza-
tional performance. 

 There is a statistically significant effect of organizational DNA on institution-
al excellence. 

 There is a statistically significant effect of the organizational performance on 
institutional excellence. 

 There is a statistically significant effect of organizational DNA on institution-
al excellence with organizational performance as a mediating variable. 

3. Research Methodology 

The study adopted a descriptive analytical method, the questionnaire was study’s 
main tool for collecting data; where (500) questionnaires were distributed, and 
(432) questionnaires were retrieved for analysis, the rate was (86.4%) of the dis-
tributed questionnaires. Analyzing data was conducted using a set of statistical 
methods including a normality test, along with Cronbach’s alpha, means, stan-
dard deviation, confirmatory factor analysis, exploratory factor analysis, mul-
tiple and simple linear regression using SPSS-V26 and AMOS-V26. 
 

 
Figure 1. Shows the research model of this study. (Source: by researcher depending on previous studies). 
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3.1. Study Tool 

The study relied on the questionnaire as the performance of the main study. A 
questionnaire was prepared on “the impact of the organizational performance as 
a mediating variable between organizational DNA and institutional excellence” 
applied study Alexandria petroleum companies. 

The questionnaire consists of: 
1) Part 1: personal data. 
2) Part 2: variables dimensions and items. 
Questionnaire Building steps: 
Study questionnaire to be in the final form as introduced, researcher had the 

following steps: 
­ Review the literature and previous studies related to the subject of the study, 

to have the structure in building the questionnaire and formulating its para-
graphs. 

­ The researcher consulted a number of Egyptian university professors and 
administrative supervisors in the field. 

­ Determining the main dimensions of the questionnaire according to the 
study variables. 

­ Determine the main items for each dimension included in the question-
naire. 

­ Determine items that fall under each field. 
­ Presenting the questionnaire to the supervisor for discussion and comments. 
­ The questionnaire was designed in its initial form and it consisted of three 

main dimensions and (74) items. 
­ The questionnaire was judged by (5) arbitrators with experience in academic 

and professional field. 
­ According to arbitrators’ opinions, some items of the questionnaire were 

modified in terms of deletion, addition and modification. 
­ In order for the questionnaire to settle in its final form on (72) items,  

Table 1 shows the sources of the questionnaire items that were developed 
from previous studies. 

3.2. Pilot Study 

In order to testing questionnaire validity and reliability, the researcher distri-
buted a survey sample of (34) questionnaires. 

To assess the reliability of the data, Cronbach’s alpha test was conducted. Ta-
ble 4 shows the reliability results for organizational DNA, Organizational Per-
formance and institutional excellence. All items had alphas above 0.60 and were 
therefore excellent, according to Langdridge’s criteria. (Wheelen, & Hunger, 
2004) [13]. 

3.3. Evaluating Reliability 

Table 2 shows the reliability of organizational DNA and OP. 
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Table 1. Questionnaire items. 

Variable Dimensions 
No of 
Items 

Items Source 

Independent 
Organizational 

DNA 

Decision making 9 Items 1:9 

Neilson 
et al., 

2006 [10] 

Motivators 10 Items 10:19 

Information 8 Items 20:27 

Structure 10 Items 28:37 

Dependent 
Institutional 
Excellence 

Organizational 
culture excellence 

5 Items 38:42 

AL-Amri, 
2017 [11] 

Subordinates excellence 5 Items 43:47 

Leadership Excellence 5 Items 48:52 

Organizational 
structure excellence 

5 Items 53:57 

Organization 
strategy excellence 

5 Items 58:62 

Mediator 
Organizational 

performance 

Comparative Performance 5 Items 63:67 Nafei, 
2015 [12] Internal performance 5 Items 67:72 

 
Table 2. Reliability of organizational DNA and OP. 

Variable Dimensions 
No of 
Items 

Items 
Cronbach 

Alpha 
coefficient 

Independent 
Organizational 

DNA 

Decision making 9 Items 1:9 0.619 

Motivators 10 Item 10:19 0.604 

Information 8 Items 20:27 0.637 

Structure 10 Item 28:37 0.614 

  Total Measurement 0.819 

Dependent 
Institutional 
Excellence 

Organizational 
culture excellence 

5 Items 38:42 0.768 

Subordinates excellence 5 Items 43:47 0.706 

Leadership Excellence 5 Items 48:52 0.672 

Organizational 
structure excellence 

5 Items 53:57 0.611 

Organization 
strategy excellence 

5 Items 58:62 0.694 

  Total Measurement 0.878 

Mediator 
Organizational 

performance 

Comparative Performance 5 Items 63:67 0.634 

Internal performance 5 Items 67:72 0.778 

  Total Measurement 0.756 

  Total Measurement 0.926 
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3.4. Evaluating Validity 

In this research, all scales for measuring study variables constructs have content 
validity since the development of these measurement items was based mainly on 
an extensive review of the literature, all questionnaire items judged by arbitra-
tors with experience in academic and professional field. 

3.5. Descriptive Statistics 

Before testing the hypotheses and research questions, descriptive statistics were 
performed to find out means and standard deviations of organizational DNA, 
Organizational Performance and institutional excellence. 

According to Table 3, the different facets of Organizational DNA are ex-
amined. Most respondents identified the presence of Structure (M = 4.46, SD = 
0.27). This was followed by Information (M = 4.42, SD = 0.26), Decision making 
(M = 4.38, SD = 0.36), Motivators (M = 3.86, SD = 0.36) and the total measure-
ment for Organizational DNA (M = 4.33, SD = 0.275). 

The different facets of Institutional Excellence are examined. Most respon-
dents identified the presence of Leadership Excellence (M = 4.49, SD = 26). 
This was followed by Subordinates excellence (M = 4.48, SD = 0.28), Organi-
zational structure excellence (M = 4.40, SD = 0.37), Organization strategy 
excellence (M = 4.37, SD = 0.54), Organizational culture excellence (M = 4.32, 
SD = 0.51) and the total measurement for Institutional Excellence (M = 4.40, 
SD = 0.19). 
 
Table 3. The mean and standard deviations of variables.  

Variables Dimensions Mean 
Standard 

Deviations 

Independent 
Organizational 

DNA 

Decision making 4.38 0.36 

Motivators 3.86 0.35 

Information 4.42 0.26 

Structure 4.46 0.27 

Total measurement of 
Organizational DNA 

4.33 0.275 

Dependent 
Institutional 
Excellence 

Organizational culture excellence 4.32 0.51 

Subordinates excellence 4.48 0.28 

Leadership Excellence 4.49 0.26 

Organizational structure excellence 4.40 0.375 

Organization strategy excellence 4.37 0.54 

Total measurement of 
Institutional Excellence 

4.40 0.19 

Mediator 
Organizational 

performance 

Comparative Performance 4.40 0.4 

Internal performance 4.30 0.43 

  
Total measurement of 

Organizational Performance 
4.45 0.18 
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The different facets of Organizational performance are examined. Most res-
pondents identified the presence of Comparative Performance (M = 4.46, SD = 
275). This was followed by Internal Performance (M = 4.40, SD = 0.4) and the 
total measurement for Organizational performance (M = 4.45, SD = 0.18). 

4. Hypothesis Testing Results 
4.1. First Hypothesis Test 

To test the first hypothesis, the null hypothesis was developed which is that there 
is no significant statistical effect of organizational DNA, on the organizational 
performance of Alexandria petroleum companies, and to verify the validity of 
the hypothesis, the simple regression test was used between organizational DNA 
as an independent variable, and the organizational performance is a dependent 
variable, Table 2 shows the results as follows. 

It is evident from Table 4 that the statistical value (T) is (2.23) with a statistic-
al significance level less than 5% (p ≤ 0.05), we reject the null hypothesis, which 
indicates that there is a statistically significant impact of organizational DNA on 
the organizational performance, and accordingly there is a statistically signific-
ance of organizational DNA on the organizational performance. 

Regression equation is: 
y BX= ∝ +  

organizational performance = 4.076 + 0.077 organizational DNA. 

4.2. Second Hypothesis Test 

To test the second hypothesis, the null hypothesis was developed which is that 
there is no significant statistical effect of organizational DNA on the institutional 
excellence of Alexandria petroleum companies. 

Table 5 shows the results as follows: 
 
Table 4. Simple regression analysis results for organizational DNA and organizational 
performance. 

 B T Sig 

Constant 4.076 27.19 0.000 

Organizational DNA 0.077 2.23 0.026 

Correlation Coefficient R 0.107 Determination Coefficient R2 0.011 

 
Table 5. Simple regression analysis results for organizational DNA and institutional ex-
cellence. 

 B T Sig 

Constant 4.17 29.809 0.000 

Organizational DNA 0.066 2.037 0.04 

Correlation Coefficient R 0.09 Determination Coefficient R2 0.01 
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Regression equation is: 
y BX= ∝ +  

institutional excellence = 4.17 + 0.066 organizational DNA. 
It is evident from Table 4 that the statistical value (T) is (2.037) with a statis-

tical significance level less than 5%, which indicates that there is a statistically 
significance impact of organizational DNA on institutional excellence. 

4.3. Third Hypothesis Test 

To test the third hypothesis, the null hypothesis was developed which is that 
there is no significant statistical effect of organizational performance on the in-
stitutional excellence of Alexandria petroleum companies. 

Table 6 shows the results as follows: 
Regression equation is: 

y BX= ∝ +  

institutional excellence = 3.19 + 0.273 organizational performance. 
It is evident from Table 4 that the statistical value (T) is (5.46) with a statistic-

al significance level less than 5%, which indicates that there is a statistically 
significance impact of organizational performance on institutional excellence. 

4.4. Fourth Hypothesis 

To test the third main hypothesis, the null hypothesis was developed, which is 
the absence of a statistically significant relationship between organizational DNA 
and institutional excellence through the organizational performance as a me-
diating variable. 

And to verify the validity of the hypothesis and study the extent of a complete 
or partial relationship, the Path Analysis test was used, using the Amos 26, pro-
gram and Figure 2 and Table 7 show the results: 

1) Observed Exogenous Variables: The independent variable includes organi-
zational DNA. 
 
Table 6. Simple regression Analysis results for organizational performance and institu-
tional excellence. 

 B T Sig 

Constant 3.19 14.319 0.000 

Organizational Performance 0.273 5.46 0.000 

Correlation Coefficient R 0.255 Determination Coefficient R2 0.06 

 
Table 7. Variables path estimates. 

Effect Direction Estimate S.E C.R Sig 

Organizational DNA on Organizational Performance 0.07 0.038 2.040 0.000 

Organizational Performance on the institutional excellence 0.264 0.035 5.290 0.000 

Organizational DNA on the institutional excellence 0.060 0.039 1.776 0.063 
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Figure 2. Variable mediating paths. 
 

2) Observed Endogenous Variables: The dependent variable includes institu-
tional excellence, and the mediating variable includes the organizational perfor-
mance. 

3) Unobserved Exogenous Variables: Measurement errors of the dimensions 
of the dependent variable include institutional excellence, and the mediating va-
riable, organizational performance. 

From the previous table and figure, it is clear that at a level of significance 
0.05, there is a statistically significant effect of organizational DNA path on the 
organizational performance with a factor of 0.07 and the organizational perfor-
mance Path on institutional excellence with an impact factor of 0.26, as the value 
of the level of significance for both path are 0.000, which is less than 0.05 While 
there is no statistically significant impact of the organizational DNA path on in-
stitutional excellence, as the value of the level of significance is equivalent to 
0.06, (greater than 0.05). 

Table 8 shows the following: 
Chi-square (X2): tests the null hypothesis of this test is, the model fits the 

model is better when it has a small value, whereas this model value is 0.000, 
model is fit. 

Goodness of Fit Index (GFI): purpose of computing GFI in the case of maxi-
mum likelihood estimation, GFI is less than or equal to 1. Whereas model (GFI) 
amounted 1, it indicates a perfect fit. 

The Comparative Fit Index (CFI): parameter estimate for the model being 
evaluated; CFI is truncated to fall in the range from 0 to 1. CFI values close to 1 
indicate a very good fit. Whereas this model value is 1, model is fit. 

The square root of the mean squares of remainder (RMR): It is an indicator of 
the estimated amount, and the model is better when it has a small value, whereas 
this model value is 1, model is fit. 

Root Mean Square Error of Approximation (RMSEA): Independent model 
value is 0.160, the value of the RMSEA of about 0.05 or less would indicate a 
close fit of the model in relation to the degrees of freedom, but for the indepen-
dent model, it accepted according to Independent model. 
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Table 8. Model fit index.  

Default Model Index 

GFI 1 

CFI 1 

RMR 0.00 

RMSEA 0.160 

Chi-Square 0 

 
Based on the previous results and after checking the model test and all the 

criteria for judging model goodness, and accordingly, the relationship to the 
mediating variable, which is the organizational performance, is a holistic 
relationship and not a partial one, as there is no significance for the relationship 
between organizational DNA on the institutional excellence of the existence of 
the organizational performance, which means that the organizational perfor-
mance A necessary condition for the impact of organizational DNA on institu-
tional excellence. 

5. Results 

 There is positive correlation between organizational DNA and organization 
performance, the higher the level of the total organizational DNA, the higher 
the level of the organization performance. 

 There is a statistically significant impact of organizational DNA on the 
organizational performance. 

 There is a statistically significant impact of the dimensions of organizational 
DNA (decision making rights, information, motivators, and structure) on the 
organizational performance. 

 There is a statistically significant impact of organizational DNA on institu-
tional excellence.  

 There is a statistically significant impact of organizational DNA on institu-
tional excellence through organizational performance as a mediator variable.  

6. Recommendations 

 The necessity to pay more attention to the dimensions of organizational 
DNA as of a key source for organizations to enhance the competitive advan-
tage which is of prime significance for organization performance. 

 Organizations and institutions should be encouraged to establish excellence 
by instilling standards of excellence in daily administrative, technical and fi-
nancial procedures at all strategic and operational levels so that these stan-
dards become rooted in the institutional structure.  

 It should be giving more importance to qualifying top management team in 
institutions to taking into consideration the factors of Organizational DNA 
as well as the exploitation of competitive capabilities and advantages in eva-
luating their work and implementing their programs. 
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 It is very important to focus on the organizational DNA dimensions; the de-
cision-making, information, organizational structure, and motivation.  

 Encouraging all organizations to pay attention to the components of organi-
zational DNA as part of the organization’s culture (decision making rights, 
information, motivators, and structure) and to clarify its importance to all 
employees because it helps to identify organization strengths and weaknesses, 
and how to treat them and helps improve the behavior and performance of 
human resources in the organization. 

 Spreading the concept of organizational DNA and its components between 
the employees is very important, to show its role in the identification of the 
organizations identity by creativity and innovation as crucial elements of 
organization’s competitivity and its permanence.  

7. Conclusions 

When companies face problems in execution, they have only to look to their 
own organization structure, motivators, decision rights and information flows 
for solutions. These form the substance of an organization’s distinct identity and 
personality of the four “nucleotides” of its DNA. Organizational DNA plays a 
very great role in building and forming organization’s culture which may par-
ticipate in achieving competitive advantage and enhancing organization perfor-
mance. 

The components of organizational DNA as part of the organization’s culture 
(decision making rights, information, motivators, and structure) are very im-
portant to all employees because it helps to identify organization strengths and 
weaknesses, and how to treat them and helps improve the behavior and perfor-
mance of human resources in the organization. The higher the level of the total 
organizational DNA, the higher the level of the organizational performance. The 
higher the degree of (decision rights, information, organizational structure and 
motivators), the greater the organization performance and institutional excel-
lence in the local organization. Each of the four components of organizational 
DNA affects the increase of the institutional excellence of the local organization. 
Therefore, it’s necessity to pay more attention to the dimensions of organiza-
tional DNA as a key source for organizations to enhance the competitive advan-
tage which is of prime significance for organization performance. 
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