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Abstract 

This study aims to investigate the impact of organization culture on innovation at the Jordanian hotel 

sector, and knowing the organizational culture pattern in hotel sector of Jordan. The importance of the 

study comes from the importance of organizational culture, Where the culture of the organization play 

an important role in the success and excellence in hospitality organizations under the regional and 

international competition, As well as the importance of the hotel sector, which is one of the main and 

important sectors in the Jordan Tourism. The data were collected from 295 persons (manager and 

department head) working in the five and four stars hotels in Amman and Aqaba, the study applied 

certain statistical techniques, such as Cronbach Alpha, Simple and Multiple Regression. The study 

found the hotels sector are positive with high degree toward organization culture elements except 

(Incentive systems, Organizational rituals) with medium degree. They are positive with high degree 

towards innovation. There is significant impact with statistically significant to the culture of 

organization on innovation in Jordanian hotel sector and there are differences with statistical 

significance in (organization culture, innovation) in Jordanian hotel sector for hotel types. This study 

may help the decision-makers, managers, employees of the Ministry of Tourism and hotel sector, to 

contribute the development and improvement of hotel services through maximum of workers 

innovations. 

Key Words: Organization Culture, Innovation, Jordanian hotels. 

 

1.0 Introduction 

The world has seen at the end of the twentieth century and the beginning of the  twentieth 

century facing  large and rapid changes in all economic, social, technological, cultural, political 

and security fields, including business organizations sector, and increased global competition 

challenges that affect their organizations ,the  organizations today are more interested in 

innovation than ever before. 

 

The organization culture play an important role in the survival and success of organizations, 

and serve as a prompt and drive the behavior of workers, works as a driving force uniting 

energies towards achieving the objectives of the organization, efforts are geared towards 

innovation and creativity, organizations cope up  with rapid changes both locally and globally, 

and stems the importance of organizational culture of the hospitality sector through its interest 

in the work environment and the culture of their employees, pay attention to human resources, 

which is a key factor in its success, and as contained in the values, attitudes, beliefs, customs 

and traditions, behaviors, where the impact on its effectiveness and efficiency of production 

and services, also the hotel sector should pay great attention to the development of 

organizational culture, by improving the behavior of workers and develop their skills and 

knowledge. 
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This study aims to identify the impact of organization culture on innovation in Jordanian hotel 

sector, and identify the most important elements of organization culture affecting innovation, 

also knowing the trends of the study sample about the organization culture & innovation in the 

Jordanian hotel sector. 

 

1.1 Problems of the study 

Business organizations are facing many challenges and difficulties resulting from the effects 

of internal and external environment, regional and global and increased competition, which 

requires from the hotel sector which is one of the most important business organizations in the 

tourism sector, pay attention to innovation and the internal environment of organization to keep 

up with the external environment. 

 

Perhaps one of the most important factors that affect the innovation in the hotel sector is 

organization culture, which is playing an important factor in influencing the behavior and 

attitudes, beliefs, values and rituals of workers, the importance of organization culture in 

shaping and guiding human behavior, this study will attempt to identify the impact of 

organization  culture on  innovation among workers in Jordanian  hotel sector, the problem of 

study  is  represented by the following question: 

 

What is the impact of organization culture on innovation in Jordanian hotel sector? 

 It can achieve the purpose of the study by answering the following questions: 

 

1. What are the trends of the study sample towards the organization culture and 

innovation? 

2. Is there an effect for the organization culture "organizational values, work teams, 

empowerment, organizational structure, incentive systems, organizational ritual, and 

the organizational beliefs? “on innovation in five and four-star hotels in Jordan? 

3. What are the most important elements of organizational culture affecting the innovation 

in Jordanian hotel sector? 

4. What is the level of innovation among workers in Jordanian hotel sector? 

5. Are there any indications of statistical differences at (α = 0.05) of the organization's 

culture and innovation in the Jordanian hotel sector due to the hotel type? 
 

1.2 Study sample: 

Independent variable       Dependent variable 

Organization culture       Innovation                                                                                        

                                                                                                                                            

 

 

 

 

 
Demographic and organizational variables 

 Organizational values 

 Work teams 

 Empowerment 

 Organizational 

Structure 

 Incentive systems 

 Organizational rituals 

 Organizational beliefs 

 Generate ideas 

 Explore 

opportunities 

 Flexibility 

 Sensitivity to the 

problems 

Age, gender, nationality, educational level, specialization, number of years 

work in the hotel, Job Title, hotel type 
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1.3 Operational definitions 
 

a. Organization Culture: 

Is a system of shared assumptions, values, and beliefs, which governs how people behave in 

organizations? These shared values have a strong influence on the people in the organization 

and dictate how they dress, act, and perform their jobs, every organization develops and 

maintains a unique culture, which provides guidelines and boundaries for the behavior of the 

members of the organization. (Daft, Richard, 2001) 
 

b. Organizational Values: 

Organizational values are the provisions adopted by the hotel organized by reference to a set 

of principles and regulations, standards and rules and regulations established by the workflow, 

which sets out the junk and unwanted behavior from him. 
 

c. Working teams:  

A group of individuals working with each other as a team in order to achieve common goals, 

and are characterized by the presence of an integrated skills among themselves, and doing the 

coordination and completion of the work, responsible for the work of the team, and perform 

their work in a positive atmosphere. 
 

d. Empowerment: 

Empowerment aims to provide a suitable working environment, and the delegation of 

individuals more power and discretion in decision-making, by expanding the scope of authority 

and responsibility, and to increase participation, respect and motivate employees, and develop 

their abilities and their education and training, and their sense of accomplishment. 
 

e. Organizational Structure: 

Is a framework that defines the internal structure of the hotel organization, explains the 

administrative divisions, and distribution functions, and lines of authority, responsibility and 

communication, and sub-units that perform various actions needed to achieve the organization's 

goals and activities, and reflects the quality of relations between the divisions. 
 

f. Incentive Systems: 

Is a collection of material and moral values provided by the hotel management for workers ,it 

is used to encourage workers  to do something or to work harder, there are two types of 

incentives, material incentives, and moral incentives. 
 

g. Organizational Rituals: 

Organizational rituals may ensure the routine performance of beneficial actions for the 

organization and its clients or customers, organizational rituals being ceremonial and explicit 

in such events as celebrations, emphasize, formalize, and reinforce these connections, helping 

to integrate the organization's culture.  
 

h. Organizational Believes: 

Belief is relatively constant over the nature of work and social life in the work environment 

ideas, and how the business functions and organizational achievement, examples of 

organizational beliefs: loyalty to the organization, work, job stability and respect for religions. 
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i. Innovation: 

 It is the ability to create idea or new behavior of the organization and devise ways, means and 

new ideas, methods and techniques useful work, the process of sensitivity to the problems, 

improved working conditions, stimulate the performance of employees and abilities. 
 

j. Generate Ideas: 

It is the ability to produce largest number of appropriate and adequate ideas production, 

generating the largest number of alternatives or solutions when you get a particular problem, 

helping to find solutions to a problem, provide a favorable environment for innovation, provide 

all the resources and capabilities that encourage innovate solutions. 
 

k. Explore Opportunities: 

Efforts carried out by the hotel organization to find and attract customers and convince them 

to take advantage of the services offered by the hotel and grab a quick marketing opportunities, 

make constant efforts to attract new customers. 
 

l. Flexibility: 

It is workers ability to produce a number of diverse and different ideas, and shift from a type 

of thought to another type, the ability to change the mindset change position, encourage 

employees to complete their skills and energies at work use. 
 

m. Sensitivity to Problems: 

Thinking process involves using the innovation thinking and critical thinking to monitor 

problems and find logical solutions, according to specific successive steps and systematic 

logical skills, while giving employees more freedom in providing solutions without resorting 

to senior management by training workers to use the scientific method to solve problems. 

 

2.0 Theoretical framework and Literature review 

 

2.1 Culture of organization 

The subject of the organizational culture is new themes in the administrative and organizational 

thought (Gardner, 2009, p: 25), organizational culture is different between the organization, 

vary within the organization especially in large organizations (D. Matsumoto, 2006). Chatman 

& Eunyoung (2003, p: 66)   identified organizational culture as a system of shared assumptions, 

values, beliefs, customs and habits that show employees what is appropriate and inappropriate 

behavior, and these values have a strong impact on the employee's behavior, as well as 

organizational performance. Schein (1985, p: 17) defined  organization culture  as a pattern of 

shared assumptions, values, and norms of behavior, and symbols, learned by a group of 

individuals within the organization to find solutions to the problems, and find some kind of 

external adjustment and internal integration solutions. 

 

Organizational culture exist in all organizations, but varying between the organization and the 

other, organizational culture which consists depending on the nature of work and internal 

procedures and policies of senior management, these policies and procedures transformed over 

time into a set of practices and experiences for employees. Organizational culture is playing a 

vital role in the success of organization, Peters & Wetrman said that the secret of success of 

the organization in its control and sovereignty, give culture to members of the organization 
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organizational identity, participation of workers in the same standards values and perceptions, 

gives them a sense of harmony and compatibility, which helps develop a sense of common 

purpose. 

 

Organizational culture can effectively promote or inhibit cooperation, exchange of knowledge, 

experience and ideas. Open culture is promoting the participation of all team members in the 

innovation process, is favorable to the activity and initiative of employees, while culture based 

on strong control is definitely not conducive to creativity and innovation. Cultures aimed at 

developing innovation and creating suitable conditions for doing so are characterized by 

dynamism, flexibility, fast adaptation to changing conditions, and non-stereotypical solutions. 

A key to the development of innovation in an organization is support, and encouragement for 

every employee to seek and discover unconventional, non-standard ways of achieving 

objectives and performing tasks. Subaihat (2005, p. 29-40) says that the elements of 

organizational culture consist of Values, trends, norms believes, social standards, 

empowerment values. 

 

2.2 Concept of innovation 

Innovation in organization's is the  process for introducing new ideas, workflows, 

methodologies, services or products, using technology in new ways to create more efficient 

organization, innovation should enable achievement of goals across the organization. 

Innovation often begins with idea generation, (Torrance, 1998, p: 67) innovation is a process 

of allergy problems and awareness of vulnerabilities and gaps and inconsistencies and lack of 

information, the search for solutions and forecasting, and the formulation of new hypotheses, 

testing hypotheses and reformulated or modified in order to arrive at solutions or new links 

using the available data. According to Amabile, (1997, p: 4) innovation is the ability to find 

something new to individuals or organization aims to improve the performance of the 

organization, and by providing the best product or good quality potential and the resources 

available to meet the wishes and needs of the customer in every circumstances service, and 

ensures continuous improvement. Innovation generally refers to changing processes or creating 

more effective processes, products and ideas. For businesses, this mean implementing new 

ideas, creating dynamic products or improving your existing services. Innovation can be a 

catalyst for the growth and success of your business, and help you to adapt and grow in the 

marketplace. Innovation mean changing your business model and adapting to changes in your 

environment to deliver better products or services. Successful innovation should be built part 

of your business strategy, where you create a culture of innovation and lead the way in 

innovative thinking and creative problem solving. Endowment, (2004, p. 128) saw that 

innovation can be shown through: new products, new .Services, new production methods, new 

business applications, modern, new methods, new techniques. Innovation consists of five 

elements (Admoor, 2003, p: 21): 

 

1. Fluency: They are intended to produce large amount exceeds the overall average, 

produced by a person within a specified period of time, and may be verbal fluency, or 

intellectual, or fluency smiles. 

2. Flexibility: The ability to move from position to another, and deal with them all, the 

person can show some sort of automatic flexibility, which means the ability to give a 
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variety of responses, adaptive and flexible, which is characterized by the individual 

who can adapt, and modify their behavior in order to solution to the problems. 

3. Originality: the individual's ability to generate new ideas. 

4. Sensitivity to the problems and understand their nature. 

 

2.3 Organizational innovation 

Organizational innovation means the implementation of a new organizational method in the 

undertaking’s business practices, workplace organization or external relations. Changes in 

business practices, external relations that are based on organizational methods, changes in 

management strategy, mergers and acquisitions, ceasing to use a process, simple capital 

replacement or extension, changes resulting purely from changes in factor prices, 

customization, regular seasonal and other cyclical changes, trading of new or significantly 

improved products are not considered innovations.  (Al-Khafaji, 2010, p. 190) 

 

Abdi, biz & Senin, Amat (2014) examined the relationship between organizational culture and 

innovation, this study expects to clarify the result that indicates that organizational learning has 

a full mediation effect on organizational culture and organizational learning. However, there 

are still some confusing relations between organizational culture and organizational learning. 

It is important for both innovation and organizational culture professionals to understand the 

systemic relationship between these concepts and the value that it can generate in respect of 

creating and maintaining sustainable competitive advantage for organizations.  

 

Woszczyna & Katarzyna Szczepańska (2014 ) identified the elements of organizational culture 

in companies implementing innovation and to attempt to present its model. The paper presents 

the findings of the research conducted in Polish companies operating in the Province of Silesia, 

the result showed there is a positive effect of organization culture on innovation in polish 

companies. 

 

Nham,et al (2014) had been examining the influence of strategy, purposefulness, trust 

relationship, behaviors that encourage innovation, working environment, customer orientation, 

management support and leadership on different aspects of innovation activities, including 

product, process, marketing, organizational innovation based on an empirically research of 124 

employees at X Corporation. The results reveal the positive effects of organizational culture on 

innovation activities at X Corporation., the results of this research are expanded to be the 

references for similar companies as X Corporation or other further researches related to 

innovation topics. 

 

Yeşil . Salih, Kaya Ahme (2012) studied organizational culture and explores its effect on 

innovation capability, research hypotheses are developed from the related literatures and tested 

through the data collected from managers of the firms in Turkey. The results reveal that 

adhocracy culture is positively related to innovation capability. The results provide evidence 

regarding the implication s of organizational culture as well as enabling factors behind 

innovativeness of the firms. 
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3.0 Methodology 

The study was conducted in 2015 , the study took about one year ,I was selected a large sample 

included all directors , heads of departments in the hotels sector, in order to give us good results, 

the sample should  be representative of the population ,so that we can distribute the study 

results. 

 

Two types of data have been adopted in this study, secondary data, represented in the published 

literature in books, journals, previous studies and periodical journal related to the study 

.Primary data, which are the questionnaires. These questionnaires were distributed on 24 hotels 

four and five star in Amman & Agaba. The final sample size was 295 questionnaires for top 

management (Managers) and middle management (Heads of departments).  

 

The questionnaire consisted of two parts, the first aimed at collecting identification data about 

the subject, such as: (age, gender, nationality, educational level, specialty, number of years of 

work in the hotel, Job Title, type of hotel) 

 

The second part consists of paragraphs (1-54) the elements of the organization culture. (1-33),  

innovation(34-54),aimed to measure the study variables. 

  

The second part were formulated in a form that enables easy measuring, 5- point Likert scale 

was adopted: to a very strongly agree(5), agree(4), no certain(3), not agree(2), strongly not 

agree(1).  

 

To discuss the reliability of the questionnaire results and the coherence between its questions, 

it was submitted to selected management teaching staff members in universities and selected 

experts in the field of to get their feedback and responses. The questionnaire was also subject 

to reliability analysis to measure Cornbach Alpha, which was found to be (0.89).   

           

The researcher has distributed 295 questionnaires to study sample, where was recovered (265) 

questionnaire, it has been eliminated (7) questionnaires, the analysis (258) questionnaire, the 

rate of response (87.46%). 

 

The consistency of all the dimensions of the study tool coefficient (questionnaire) is (97%), 

and the level of the main dimensions organization culture and (94%). 

 

In order to test hypotheses, the researcher used many statistical methods such as Cronbach's 

alpha, percentages, averages, standard deviations, and analysis of simple and multiple 

regression. 

 

4.0 Data Analysis 

Sample characteristics include seven major items in this study (age, gender, nationality, 

educational level, specialization, years’ work in hotel, Job Title, hotel type). Table 1 shows the 

results obtained after analyzing identification variables. The frequency percentage for each 

variable is listed according to the survey categories in the table. Variables (n = 258) 

 



Australian Journal of Business Science Design & Literature            www.raoaustralia.org 
ISSN: 2414-3284 (Paper) ISSN: 2414-2962 (Online)       
Volume: 10, No: 01, 2017 
 

Table 1 shows the distribution of the sample according to personal and organizational variables  

% 
Number of the 

sample 
group variable No 

3.1 8 <20 

age 1 

33.3 86 20-<30 years 

38.8 100 30-<40 years 

20.5 53 40-<50 years 

4.3 11 50 years & more 

100 258 Total 

82.6 213 male 
gender 2 

17.4 45 female 

100 258 Total 

90.3 233 Jordanian 

nationality 3 8.9 23 Arabic 

.8 2 foreign 

100 258 Total 

6.2 16 High school or less 

Educational level 4 
59.7 154 Bachelor Degree 
21.3 55 diploma 

12.8 33 High school or less 

100 258 Total 

20.5 53 hotel management 

Specialization 5 
16.3 42 tourism 

13.6 35 Business Administration 

49.6 128 other 

100 258 Total 

32.6 84 Less than 5 years 
Years’ work in 

hotel 
6 40.3 104 5-less than 10 years 

27.1 70 More than 10 years 

100 258 Total 

68.6 177 Managers 
Job Title 7 

31.4 81 Head department 

38 9 5 stars 
Hotel type 8 

62 15 4 stars 

100 258 Total 

 

The results (Table 1)showed  that most of sampling unit are in the age "30 - less than 40 years" 

formed (38.8%) of the study sample, followed by the age "20 - less than 30 years" (86) rate  

(33.3%), and (20.5%) of the age 40 - less than 50 years, these ratios showed that  most managers 

and department heads are young workers, followed by middle-aged category, and this fits with 

the Jordanian peoples are young and middle-aged. 

Gender, the majority is male (82.6%) females is (17.4%), which indicates that the largest 

percentage of the sample is male, this reflects the social and cultural direction of the Jordanian 

community to work in the hotel sector. 
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Nationality showed (90.3%) from the sampling unit are "Jordanians" while "Arabs" and 

"foreigners (8.9%) and (0.8%). 

Educational level results table that more than half sampling unit bachelor degree rate (59.7%), 

followed by "diploma, these results reflection the reality of hotels sector appoint university 

degrees. Specialization the majority "hotel management and tourism about (37%) followed by 

Business administration. 

 

Number of years work in hotel, " 5 to less than 10 years "(40.3%) while the percentage of 

working" less than 5 years "was (32.6%), this indicating that most of the workers in the hotel 

are with medium and little experience, and the largest percentage of the sample of youth. 

Job title the results of the table show that the (177) from the sampling unit "managers" (68.6%) 

and the rest head of department. type of hotel, five-star hotels (9) (38%), and four-star hotels 

(15) (62%). 

 

5.0 Findings 

The aim of statistical indicators to identify the trends of the study sample about organization 

culture dimensions (organizational values, work teams, empowerment, organizational 

structure, incentive systems, organizational ritual, organizational beliefs), and innovation 

dimensions (generating ideas, explore opportunities, flexibility, sensitivity to problems).  

 

5.1 Responses for organization culture and degree of availability 

Table (2) means and standard deviations for the main dimension organization culture and sub-

dimensions (n = 258) 

Level of 

significance 
level 

standard 

deviation 
Mean Dimension 

high 1 .438 4.13 Organizational values 

high 2 .507 4.04 Work teams 

high 4 .609 3.79 Empowerment 

high 3 .564 4.09 Organizational structure 

medium 6 .772 3.65 Incentive systems 

medium 7 .648 3.51 Organizational rituals 

high 5 .502 3.72 Organizational beliefs 

high  .449 3.85 organization culture 

 

Table (2) indicates that the study sample attitudes towards the hotel culture element are  

positive in general and the degree is high, mean (3.85) and standard deviation (0.449), which 

is high , the trends of samples in hotels sector are positive with high degree toward organization 

culture elements except (Incentive systems, Organizational rituals) with medium degree. The 

sub dimensions organizational values came first, mean (3.85) and standard deviation (0.449) 
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with high degree, dimension work teams came second mean is (4.04) standard deviation(.507) 

with high degree , incentive systems came sixth with medium degree, organizational rituals 

came seven mean(3.51) standard deviation  (.648) with medium degree . 

 

5.2 Responses about innovation and the degree of availability: 

Table (3) Mean, standard deviations, main dimension innovation and sub-dimensions (n = 258) 

Level of 

significance 
level 

Std. of 

deviation 
Mean Dimension 

high 4 .597 3.78 Generate ideas 

high 1 .533 4.03 Explore opportunities 

high 3 .558 3.83 Flexibility 

high 2 .512 3.86 Sensitivity to problems 

high  .484 3.87 
Mean & standard deviation of 

innovation 

 

The results (Table 3) show that the study sample attitudes towards the main dimension 

innovation is positive with high degree mean (3.87) standard deviation. Explore opportunities 

came first "positive with high degree "mean (4.03) standard deviation (.533), generate idea 

came four “positive with high degree" mean (3.78) standard deviation. 

6.0 Hypotheses testing 

6.1 First hypothesis H01: "there is no effect statistically significant at the level (α = 0.05) of 

organization culture elements (organizational values, work teams, empowerment, 

organizational structure, incentive systems, organizational ritual, organizational beliefs) on 

innovation (generating ideas, explore opportunities, flexibility, sensitivity to the problems) in 

the five-star and four-star hotels in Jordan. Before test these hypotheses we tested whether there 

was a trace of the organization culture (independent variable) on innovation (dependent 

variable), Table (4) the results of measuring the impact of organizational culture on innovation 

"regression ANOVA analysis. 

 

Source of variation 
Sum of 
squares 

Degrees of 
freedom 

M.S 
F 
 

Sig* 
 

Regression 40.357 1 40.357 

502.55 0.000 

Residuals 20.558 256 .080 

overall 60.916 257    
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Simple regression results 

Independent 

variable 

R 

 

R2 

 
β 

Standar

d error 
T 

Sig* 

 

Organization 

Culture 
.814 .663 .882 .039 22.418 0.000 

 

The results of the table (4) show that the variable  organization culture explains (R2 = 66.3%) 

from the differences in innovation variable, and the regression represent the relationship 

between the two variables are  significant where F value (F = (502.553) when compared with 

( sig = 0.000) which is less than (α = 0.05), the indicators in this test show there is significant 

effect of  organization culture on innovation  in the Jordanian hotel sector, and return to test 

the first major hypothesis, we used regression analysis to measure the impact of each the sub-

dimensions of organizational culture as independent variables on the dependent variable 

innovation. 

 Table No. (5) The results of the multi regression analysis to test the impact of the sub-

dimensions organization culture on the innovation. Regression analysis ANOVA. 

Source of 

variation 

Sum of 

squares 
Degrees of freedom 

 

M.S 

F 

 

Sig* 

 

regression 42.901 5 8.580 

120.03 0.000 residuals 18.014 252 .071 

Overall 60.916 257  

 

Results of the regression coefficients 

Independent 

variable 
R R2 β 

Standard 

error 
T test Sig* 

Work teams 

.839 .704 

.235 .048 4.915 .000 

Organizational 

rituals 
.215 .037 5.851 .000 

Organizational 

structure 
.196 .043 4.601 .000 

empowerment .170 .044 3.865 .000 

Organizational 

beliefs 
.069 .034 2.045 .000 

 

The results table (5) multi regression analysis model to measure the impact of the sub-

dimensions of organizational culture on innovation as dependent variable, the table  showed 
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that five dimensions only of the organization culture from seven dimensions are most important 

in influencing the innovation , works teams (β1 =. 235) organizational rituals (β2 = .215) 

organizational structure (β3 = .196) empowerment (β4 = .170), and finally the organizational 

beliefs (β5 = .069), and all these are significant impact , sig value is less than statistical 

significance level 0.05. And these five dimensions explain together (R2 = .704) of the 

differences of the values of innovation, regression analysis value (F = 120.03) and (sig) value 

is less than level 0.05. 

The result we reject the null hypothesis and accept the alternative hypothesis, “There is a 

significant impact with statistically significant of organization culture on innovation in 

Jordanian hotel sector." 

 

6.2 The second hypothesis test H02: 

There is no statistically significant differences at the level (α = 0.05) of organization culture 

and innovation in the Jordanian hotel sector due to the type of hotel." 

Table (6) means & standard deviations of organization culture and sub-dimensions due to hotel 

type 

standard deviation mean Hotel type variable 

.41303 4.2473 Five stars Organizational values 

 
.44298 4.0699 Four stars 

.46549 4.1231 Five stars Work teams 

 .52861 4.0096 Four stars 

.53371 3.9934 Five stars Empowerment 

 .62970 3.6934 Four stars 

.51720 4.2940 Five stars Organizational structure 

 .56736 3.9955 Four stars 

.62188 4.0275 Five stars Incentive systems 

 .78318 3.4671 Four stars 

.56981 3.8297 Five stars Organizational rituals 

 .63870 3.3563 Four stars 

.38953 4.0110 Five stars Organizational beliefs 

 .48965 3.5709 Four stars 

.38827 4.0716 Five stars 
Organization    Culture 

.43806 3.7414 Four stars 

 

The results of the table (6) showed that there is differences in the average answer for each of 

the organization's culture, and also for each dimensions, mean is high in five-star hotels when 

compared with four-star hotels, the standard deviations lower of each variable in five star 

hotels, for his counterpart in four-star hotels, and there is similarity of the answers in first type 

hotels more than the answers of the second type of hotels. To test significant differences we 

used T test. 

Table (7) T-test results for the differences between independent variable organization culture 

and its dimensions due to the type of hotel. 
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variable 

absolute value 

Of the difference between the 

Mediterranean 

standard error 

of the difference 

 

T test 

 

Sig* 

 

Organizational values .17739 .05638 3.147 .000 

Work teams .11350 .06610 1.717 .000 

Empowerment .29999 .07419 4.043 .000 

Organizational 

structure 
.29845 .07169 4.163 .000 

Incentive systems .56041 .09519 5.887 .000 

Organizational rituals .47338 .08018 5.904 .000 

Organizational beliefs .44013 .05571 7.901 .000 

Organization    Culture .33017 .05488 6.016 .000 

 

The results of the table (7)showed there is significant differences between independent variable 

organization culture and sub-dimensions , except "work teams" due to the type of hotel, when 

compare T value with sig value it is lower than statistical significance . The result we rejects 

the second hypothesis and accept alternative hypothesis: There are differences with statistical 

significance in organization culture in Jordanian hotel sector due to hotel kind except "work 

teams" 

 Table (8) standard deviations and means for innovation and sub-dimensions due to hotel type  

variable Hotel type mean 
standard 

deviation 

Generate ideas 

 

Five stars 3.9927 .52347 

Four stars 3.6896 .60892 

Explore opportunities 

 

Five stars 4.2000 .48990 

Four stars 3.9545 .54072 

Flexibility 

 

Five stars 3.9973 .50757 

Four stars 3.7530 .57232 

Sensitivity to problems 

 

Five stars 3.9963 .50490 

Four stars 3.7994 .51012 

innovation 
Five stars 4.0440 .43645 

Four stars 3.7961 .49182 

 

The results of the table (8) showed there is differences in the averages of the answer for both 

innovation and also for each dimension, means is high in five star hotels when they compared 

with four star hotels, also standard deviations is low in five star hotels when we compared with 

four star hotels. To test whether these differences are significant, we used T test. 
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Table (9) T-test results significant differences for the variable innovation and sub-dimensions 

due to the hotel type  

variable 

absolute value of the 

difference between 

Mediterranean 

standard error of the 

difference 
T test 

Sig* 

 

Generate ideas .30305 .07561 4.008 .000 

Explore 

opportunities 
.24551 .06820 3.600 .000 

Flexibility .24426 .07172 3.406 .001 

Sensitivity to 

problems 
.19694 .06623 2.974 .003 

innovation .24783 .06164 4.021 .000 

 

The results of the table (9) showed that there is significant differences between the innovation 

and it is dimensions due to the hotel type, where T test when they compeered with sig value is 

low from statistical significance at 0.05, the result we reject the second hypothesis and accepts 

the alternative hypothesis: "There are differences with statistically significant at the level of 

significance (= α = 0.05) in innovation and sub-dimensions due to the hotel type. 

7.0 Conclusions 

This study aims to investigate the impact of organization culture on innovation at the Jordanian 

hotel sector, this study is different from the previous studies because its focus on one of the 

important organization in the tourism sector "hotels", also the researcher select the most 

important dimensions effecting innovation. 

 

The study showed the following results:  

1. The trends of sample in hotels sector are positive with high degree toward organization 

culture elements except (Incentive systems, Organizational rituals) with medium degree. 

2. The trends of the study sample are positive with high degree towards innovation. 

3. There is significant impact with statistically significant to the culture of organization on 

innovation in Jordanian hotel sector. 

4. There are differences with statistical significance in (organization culture, innovation) in 

Jordanian hotel sector for the types of hotels. 
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