
  

 
 

 

 
 
 

Growth Leadership Journal 
 

ي  
 
ن ف ي تعزيز جودة اتخاذ القرار: دراسة تحليلية لآراء عينة من العاملي 

 
دور القوة التنظيمية ف

 . جامعة المعارف الاهلية

ي                     3عمر احمد فزع  م.                2م. إبراهيم خالد مصطفى محمد               1م. عقبة نافع سليم الكبيس 

  

 :المستخلص

الهدف الاساسي للبحث هو التعرف على الدور الذي تلعبه القوة التنظيمية في تعزيز جودة اتخاذ       

ابعاد  التنظيمية بأربعة  القوة  ابعاد  المعارف الاهلية، وتمثلت  العاملين في جامعة  القرار لدى عينة من 

من  تكونت  القرار  اتخاذ  جودة  بينما  المرجعية(  قوة  المكافأة،  قوة  الخبرة،  قوة  الشرعية،  )القوة  هي 

الوصفي من خلال  المنهج  الباحثين  القرار(، واستخدم  اتخاذ  القرار، وجودة  اتخاذ  )فاعلية  بعدين هما 

استطلاع أراء عينة البحث بصدد كل من القوة التنظيمية وجودة اتخاذ القرار، ولغرض اعداد الجانب  

( استبانة، 75يانات و تحليلها، اذ تم توزيع )العملي للبحث اعتمد الباحثين على الاستبيان كإدة لجمع الب

(  9) استبانة، والمفقود منها غير صالحة للتحليل (66الا أن المسترجع الصالح للتحليل الاحصائي هو)

، صالحة  غير  إجابة  نمط  ووجود  الإجابات،  اكتمال  عدم  بسبب  البرنامج  استبانات  استخدام  وتم 

لاستخراج نتائج البحث، وتوصل البحث الى العديد من الاستنتاجات اهمها  (SPSSV25) الاحصائي

وجود علاقة ارتباط معنوية بين القوة التنظيمية وجودة اتخاذ القرار في جامعة المعارف الاهلية، وقد 

جامعة  تهتم  ان  توصية  وأهم  القرار،  اتخاذ  جودة  الى  وملاكها  الجامعة  لحاجة  نتيجةٍ  هذه  جاءت 

على  الاعتماد  دون  الجيدين  والقادة  الافراد  وجذب  استقطاب  خلال  من  بقيادتها  الأهلية  المعارف 

 العلاقات الشخصية والمحسوبية في اختيارهم.

 القوة التنظيمية، جودة اتخاذ القرار، جامعة المعارف الاهلية. الكلمات المفتاحية:
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Abstract 

       The primary objective of this study is to examine the role of 

organizational power in enhancing decision-making quality among employees 

at Al-Ma’arif Private. Organizational power was measured across four 

dimensions: (legitimate power, expert power, reward power, and referent 

power), while the quality of decision-making consisted of two dimensions: 

(decision-making effectiveness and decision-making quality). The researchers 

employed a descriptive approach by surveying the research sample regarding 

both organizational power and decision-making quality. To carry out the 

practical aspect of the study, the researchers relied on a questionnaire as a tool 
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for data collection and analysis; (75) questionnaires were distributed, 

however, only (66) were valid for statistical analysis; (9) questionnaires were 

excluded from analysis due to incomplete responses or invalid answer 

patterns, The statistical software SPSS V25 was used to analyze the research 

results. The study reached several conclusions, the most important of which 

was the existence of a statistically significant correlation between 

organizational power and the quality of decision-making at Al-Ma’arif 

Private University. This result stems from the need of the university and its 

leadership for high-quality decision-making. The most important 

recommendation is that Al-Ma’arif Al-Ahliya University focus on its 

leadership by recruiting and attracting qualified individuals and leaders 

without relying on personal connections or favoritism in their selection. 

 

 Keywords: Organizational power, quality of decision-making, Al-Ma'arif 

Private University. 

Introduction: 

        Organizational power is a fundamental factor in explaining university 

performance; it determines the type, pattern, and mechanisms of decisions made by 

universities. Organizational power is a source of influence that leaders exert over their 

subordinates and peers in the workplace, It is a fundamental aspect of private 

universities in general and Al-Ma’arif Private University in particular, and it is one of 

the most prominent concepts in management theory. It is social in nature, linked to 

individuals and the relationships between them; it is not absolute but rather variable, 

that is, it changes with changing circumstances and leaders. It is the driving force 

behind university operations, and without it, work cannot be carried out properly. 

Interest in the concept of organizational power and its role in private universities has 

grown among many researchers, and private universities have utilized it to achieve 

their goals, as it has become a positive and distinctive feature of contemporary private 

universities and one of the fundamental pillars of their success. The success of 

management depends on its ability to coordinate the efforts of its staff to achieve its 

goals efficiently and effectively, and this cannot be achieved without the university 

possessing organizational power. Organizational power is one of the fundamental 

elements that management uses to ensure high-quality decision-making. Given the 

changing environmental conditions, the ability of private universities to adapt quickly 

and make high-quality decisions is crucial to their success, enabling them to 

distinguish themselves from other universities through their high-quality decision-

making. 

Private universities cannot operate without organizational power, as they seek to 

achieve their goals in an academic environment characterized by scarce resources and 

uncertainty; indeed, private universities’ need for Organizational power increases if 

they wish to excel and gain a competitive advantage. The stronger private universities 

are, the better they can manage their resources, overcome the challenges of 

uncertainty, and secure a better position for themselves relative to their competitors. 

The quality of decision-making refers to the ability of private universities to make 

sound and accurate decisions, whether made individually, collectively, or through 

consultation. Private universities rely on high-quality information for decision-

making, High-quality decision-making depends on the quality of the data and 
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information provided by the private university to achieve its objectives correctly, as 

decision-making is a fundamental aspect of human life and work. This has led 

decision-making to focus on concrete factors in order to obtain more relevant results 

characterized by high quality and accuracy. 

The study was divided into four sections: the first section covers the research 

methodology and some previous studies; the second section covers the theoretical 

aspects of the research variables; the third section covers the practical aspects; and the 

fourth section covers the conclusions and recommendations. 

The First Axis: Research Methodology 

First: Research Problem: 

   Most authors and researchers assert that the present is radically different from the 

past—whether in terms of the environment, technology, or the intellectual and 

leadership skills that private universities must possess— and this, in turn, has 

influenced the intellectual discourse currently taking place. The quality of 

administrative decision-making is considered one of the most important and prominent 

fundamental components of successful management, as it serves as the linchpin of the 

administrative process across all organizational levels of private universities. The 

success of any university depends to a large extent on the quality and effectiveness of 

the decisions made by its leaders. Consequently, leaders of private universities must 

possess organizational power. Leaders and their intellectual capabilities form the 

foundation. for the success of universities, particularly private universities. No matter 

how diverse universities may be, their challenge lies in how to arrive at strong, 

distinctive, and high-quality decisions; The concept of organizational power has 

become an essential requirement for universities that wish to survive in the current, 

ever-changing environment. Rapid change and the emergence of new private 

universities have posed a challenge for the university under study in terms of how to 

adopt effective and distinguished strategies to ensure its survival and continuity. The 

focus of this study is on analyzing the realities of private universities, including the 

subject of this study—Al-Ma’arif Private University—which came to the researcher’s 

attention due to the scale of the tasks entrusted to this institution. The researcher 

believes that the quality of decision-making requires further efforts given the 

university’s weak leadership capabilities and limited staff resources. Consequently, the 

research problem emerged from the university’s current needs. There is a clear gap 

between the university’s current situation and its desired state. In light of these facts, 

the researcher sees the need to foster interaction among individuals for decision-

making by recognizing the importance of organizational power in all its dimensions 

and the extent of its impact on the quality of decision-making at the university under 

study. The features of the field problem are clarified through the following questions: 

1. What is the level and scope of organizational power at Al-Ma’arif Private 

University? 

2. What is the level of decision-making quality and its dimensions at Al-Ma’arif 

Private University? 

3. What is the nature of the relationship between organizational power and decision-

making quality at Al-Ma’arif Private University? 
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4. What is the nature of the impact of organizational power on decision-making 

quality at Al-Ma’arif Private University? 

Second: Research Objectives: 

     This study aims to achieve several objectives, namely: 

1. To construct a conceptual framework for the research variables (organizational 

power and decision-making quality). 

2- To assess the current level and dimensions of organizational power at Al-Ma’arif 

Private University. 

3- To assess the current level and dimensions of decision-making quality at Al-Ma’arif 

Private University. 

4- To identify the nature and strength of the correlation and influence between 

organizational power and decision-making quality at Al-Ma’arif Private University 

and to interpret them statistically. 

Third: Significance of the Research: 

The significance of this study lies in its examination of organizational power and 

decision-making quality. Organizational power refers to the intellectual and individual 

capabilities possessed by university leaders to make high-quality decisions. For Al-

Ma’arif Private University, organizational power is a fundamental element in ensuring 

that decisions are of a high standard and stand out compared to those of other private 

universities. Organizational power is a key factor in explaining the performance of 

private universities, as it is one of the most important aspects of university life due to 

its impact on the effectiveness of private universities, their decisions, and their 

strategic direction. Understanding Organizational powers crucial for defining and 

clarifying the direction of Al-Ma’arif Private University’s operations. The importance 

of this research is further highlighted by demonstrating the impact of Organizational 

power on enhancing the quality of decision-making, thereby enabling Al-Ma’arif 

Private University to make high-quality decisions at the lowest possible cost. The 

decisions made by universities have a significant impact on them, for the higher the 

quality of a decision, the more successfully universities will fulfill their duties and 

missions as required. The vitality of private universities is closely linked to the 

effectiveness and efficiency of the decisions they make, and the practical importance 

of this is highlighted by shedding light on organizational power and the quality of 

decision-making at Al-Ma’arif Private University, as the present study represents a 

modest contribution to previous research, allowing the findings of this study to be 

utilized should an effect of Organizational power on the quality of decision-making at 

Al-Ma’arif Private University be identified. 

Fourth: Research Hypotheses: 

     Within the framework of the research problem and its objectives, the following 

research hypotheses were formulated: 

First Main Hypothesis:H1: There is a statistically significant correlation between 

organizational power—in all its dimensions—and the quality of decision-making at 

Al-Ma’arif Private University. The following hypotheses stem from this: 

1- H1a: There is a significant correlation between the power of legitimacy and the 

quality of decision-making. 
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2- H1b: There is a significant correlation between the power of reward and the quality 

of decision-making. 

3- H1c: There is a significant correlation between the power of expertise and the 

quality of decision-making. 

4- H1d: There is a statistically significant correlation between referent power and the 

quality of decision-making. 

Second Main Hypothesis:H2: There is an effect relationship between organizational 

power and its dimensions on the quality of decision-making at Al-Ma’arif Private 

University, from which the following hypotheses are derived: 

1- H2a: There is a statistically significant effect relationship between legitimacy 

power and the quality of decision-making. 

2- H2b: There is a statistically significant causal relationship between the power of 

reward and the quality of decision-making. 

3- H2c: There is a statistically significant causal relationship between the power of 

experience and the quality of decision-making. 

4- H2d: There is a statistically significant causal relationship between the power of 

reference and the quality of decision-making. 

Fifth: Hypothesis Diagram: 

       In order to provide and construct a conceptual framework that clarifies and 

illustrates the research hypotheses, a hypothesis diagram was prepared to clarify the 

research hypotheses and show the relationship and influence between the variables, as 

shown in Figure 1: 

Figure (1) Hypothetical Research Diagram 

 
 
 
 

 

 

 

 

  

 

                                                  
 

Source: Compiled by researchers 

Sixth: Methods of Data and Information Collection: 

To develop the theoretical framework, the researcher relied on online resources, 

journals, theses, and research papers available in Arabic and English. Regarding the 

practical aspect, a questionnaire was used as the primary tool for conducting this 

research, and the research variables were measured as shown in Table (1): 

correlation 
quality of 

decision-making 
 

The Power of 

Legitimacy 

The Power of Reward 

The Power of 

Experience 

Organizational 

power

Statistical Effect 
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Table (1) illustrates the measurement of the research variables. 

The measure 

Number 

of 

questions 

Subdimensions Key variables 

(Al-Kanaan et al, 

2020) 

 

5 The Power of Legitimacy Organizational 

power 

 

 

5 The Power of Reward 

5 The Power of Experience 

5 The Power of Authority 

(Shamim,2011) 

 
5 

Decision-Making 

Effectiveness 
quality of decision-

making 

 
(Nisar et al, 

2020) 
5 Decision-Making Efficiency 

 

Source: Compiled by researchers 

Seventh: Population and Research Sample 

The research sample consisted of employees at Al-Ma’arif Private University. A total 

of 75 questionnaires were distributed; however, nine were invalid for statistical 

analysis was (9), representing (12 %) percent, due to incomplete responses and the 

nature of the sample, which was a simple random sample, as shown in Table 2 . 
Table 2 shows the demographic variables of the study 

NO. Variables Number Percentage (%) 

Gender 
Male 50 75.75 

Female 16 24.25 

Total 66 100% 

Age 

 

31–40 years old 12 18.18 

41–50 years old 40 60.60 

51 years old and older 14 21.22 

Total 66 100% 

Academic 

Qualification 

Doctorate 16 24.24 

Master's 42 63.64 

Bachelor's 8 12.12 

Total 66 100% 

Academic Title 

 

Professor 12 18.18 

Assistant Professor 17 25.76 

Assistant Professor 19 28.78 

Assistant Lecturer 10 15.15 

No academic Rank 8 12.12 

Total 66 100% 

Years of Service 

 

Five years or less 6 9.09 

6–10 years 15 22.74 

11–15 years 34 51.51 

16–20 years 11 16.66 

Total 66 100% 
Source: Compiled by researchers 
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           The table above shows that the number of males was 50, representing 75.75 

percent, while the number of females was 16, representing 24.25 percent. This 

indicates that the number of male employees exceeded the number of female 

employees at the university under study. As for the age group, the 41–50 age group 

had the highest percentage at 60.60%, with 40 individuals, followed by the age group 

“51 years and older” with a percentage of 21.22 and a total of 14 individuals. The age 

group “31–40 years” ranked last, with a percentage of 18.18 and a total of 12 

individuals. This indicates that Al-Ma’arif Private University relies on experienced 

and skilled individuals to carry out its work. As for educational qualifications, 

master’s degrees accounted for the largest percentage at 63.64%, with 42 individuals, 

followed by doctoral degrees at 24.24%, with 16 individuals, Bachelor’s degree 

holders ranked last, with a percentage of 12.12 and a total of 8 individuals. This 

indicates that there are more master’s degree holders at the private university in 

question than there are doctoral and bachelor’s degree holders. As for academic titles, 

the title of “Lecturer” accounted for 28.78% of the total, with 19 individuals holding 

this title. Next were those holding the title of “Assistant Professor,” numbering 17 

individuals and accounting for accounting for 25.76%, followed by those holding the 

title of “Professor,” who accounted for 18.18%.of the total and numbered 12; and 

finally, those holding the title of “Assistant Lecturer,” who numbered 10 and 

accounted for 15.15% of the total. In last place were those without an academic degree 

who hold a bachelor’s degree; their number was (8), representing (12.12) percent. This 

indicates a slight disparity among those holding academic titles at the college in 

question. As for years of service, the number of those with five years or less was 6, 

representing 9.09 percent; those with 6–10 years of service numbered 15, representing 

22.74 percent; those with 11–15 years of service numbered 34, representing 51.51 

percent; and those with 16–20 years of service numbered 11, representing 16.66 

percent. 

Eighth: Assessing the Validity and Reliability of the Questionnaire : 

   Table (3) illustrates the validity and reliability of the questionnaire, based on 

Cronbach’s alpha, which measures the consistency of the scale items as a whole. The 

value of Cronbach’s alpha ranges from (0 – 1). The value should be at least 0.70 for 

internal consistency to be considered acceptable. Since all the values in the table 

below exceed 0.70, this indicates the presence of internal consistency among the items 

across the research variables and their dimensions . 

shows the validity and reliability tests :Table (3) 
Cronbach's Alpha Search variables 

893.0 The Power of Legitimacy 

0.923 The Power of Reward 

965.0 The Power of Experience 

903.0 The Power of Authority 

0.932 Organizational power 
81.90 Decision-Making Effectiveness 

12.90 Decision-Making Efficiency 

919.0 quality of decision-making 
Source: Compiled by researchers 
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Ninth: Some Previous Studies 

 1-Some studies on organizational power and the quality of decision-making : 

Alapo, 2018) )A- Study:  

(Organizational Power Policies and Leadership Experiences in the Display and 

Use of Power in Organizations) 

      The study aimed to examine organizational power policies. A descriptive-

analytical approach was used, and a questionnaire served as the primary data 

collection tool. The study was conducted on 50 women, aged between 35 and 50, 

who hold leadership positions in an organization working to increase the number of 

women in managerial and leadership roles in Nigeria. When asked to describe one of 

the sources of power, some of the responses indicated that power is viewed as an 

achievement that enables discipline, control, reliability, and the ability to achieve 

results and complete tasks. The sources of power allow participants to showcase their 

talents, skills, professionalism, hard work, and dedication, as well as their ability to 

take on responsibility, build trust and relationships with supervisors and 

subordinates, and earn the respect of leaders—which is an asset of power for many—

as well as the opportunity to motivate subordinates to develop their own staff. As an 

asset, power enables the achievement of clearer goals through well-considered 

decision-making and active listening, which enables some participants to establish a 

long-term vision and goals, solve problems, build self-confidence, gain in-depth 

knowledge of the business and organizational environment, and generate returns for 

stakeholders. 

B- Study: (Nisar et al, 2020) 

( Big Data Management and Environmental Performance: The Role of Big 

Data Decision-Making Capabilities in Decision Quality ) 

This study aims to examine the role of big data decision-making capabilities in 

decision-making quality and environmental performance among public and private 

hospitals in China, and to investigate the moderating effect of big data governance. 

The study targeted administrative staff (IT experts and executives) in hospitals. A 

questionnaire was used to collect data, and the study sample consisted of 752 

respondents—374 from public hospitals and 378 from private hospitals. The most 

important conclusion is that big data has the potential to be a game-changer in 

effective decision-making and improving environmental performance in the 

healthcare sector. The most important recommendation is for hospital management 

to provide guidance to staff to enhance their big data capabilities and improve the 

quality of decision-making and environmental performance 
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After reviewing previous studies, it became clear that the researchers’ understanding 

and articulation of the research variables, their knowledge of the latest scholarly 

efforts regarding organizational power and its role in decision-making, and their 

ability to draw on these efforts to enrich the theoretical framework of the current 

study, as previous scientific efforts have strengthened the practical aspect of the 

research and provided insight into the best statistical methods for the researcher to use 

in analyzing their data, in order to draw conclusions and make recommendations that 

benefit the university under study in this field and can later be generalized to private or 

public universities. 

Section 2: (Theoretical Framework) 

First: Organizational Power: 

 1. The Concept of Organizational Power: 

      Organizational power is one of the fundamental elements of private universities at 

all levels; without it, private universities descend into chaos. From this perspective, 

organizational power can be defined as the ability a person possesses that enables 

them to influence others to do something or prevent them from doing so (Somoye, 

2016, p. 567). Ahmed (2017, p. 520) similarly discussed this concept. ( However& 

Kähkönen 2014, : 18) disagreed. With this definition, defining it instead as the ability 

to collaborate with others to achieve desired goals.  )Hartner, 2021:262) defined it as 

the direct and legitimate influence on employee behavior that enables the stimulation 

of desired organizational performance. (Griffin & Moorhead, 2014:377) defined it as 

the inherent ability of a person or group of people to exert influence over and control a 

person or group of people. Rashid (2018, p. 200) defined it as the university’s ability 

to obtain financial, human, and informational resources in order to carry out its work 

properly; on the other hand, (Alapo 2018: 31). defined it as the ability possessed by a 

particular party to bring about a change in the behaviors and actions of another party.( 

Shadikh, 2020: 58) defined it as the inherent ability possessed by individuals, 

managers, formal leaders, and formal groups—such as committees and departments—

to influence people within the university. He defined it as the ability possessed by 

individuals within an organization that enables them to influence the behavior and 

decisions of others (Bafna, 2025:1). 

By reviewing the definitions above and examining their content, organizational power 

can be defined as the ability of people, individuals, or leaders to obtain resources of 

various kinds in order to influence their peers at universities to achieve their goals. 

 2- The Importance of Organizational Power: 

    The importance of organizational power lies in its capacity and influence on the 

university’s effectiveness and missions through its operations, plans, and strategic 

tactics (Manda & Roy, 2012:34). Therefore, leaders of private universities should 

acquire, utilize, and develop organizational power to influence their employees, as this 
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is essential for instilling self-confidence in leaders so they can influence their peers 

(Al-Fetlawi & Al-Shammari, 2021:65). For leaders who possess power, this power 

serves as a positive factor that enables them to meet the needs of university staff and 

fulfill their desires; conversely, organizational power can be a negative factor if it is 

misused, as this leads to a decline in the university’s productivity (Rashid, 2018: 200). 

(Saxena, 2019: 2) stated that power can have both positive and negative effects and is 

available to anyone, not just leaders. On the other hand, (Verkhohlyad et al, 2025:57) 

the importance of organizational power lies in its ability to resolve and address 

problems that arise within the university by bridging the conflicts between individuals 

caused by a shortage of available material and financial resources (Shadikh, 2020: 62). 

Through this, the researcher argues that private universities’ possession of 

organizational power enhances their ability to resolve internal conflicts and problems, 

capitalize on available opportunities, and develop and utilize those opportunities 

appropriately to ensure their continuity and survival. 

 

3- Characteristics of Organizational Power: 

       There are many characteristics of organizational power, as noted by Fulmer 

(1983) and elaborated upon by (Al-Zubaidi , 2017 : 315), (Al-Sinur ,2018, : 17), 

(Hassoun & Ali ,2018, : 121), and (Rabhi et al, 2023,: 56). These characteristics are as 

follows: 

1- Organizational power is specific to a person’s position. 

2- It is accepted by subordinates; leaders who possess legitimate power by virtue of 

their position exercise authority that enables them to secure compliance and obedience 

from others. 

3- Authority is exercised in a top-down hierarchical manner; thus, power is viewed as 

the ability leaders possess to make others act and do as they wish. 

4- Power is latent: that is, individuals possess it and may choose to use it or not at all; 

it is a tool or a weapon, meaning that possessing it does not necessitate its use. 

5- It is relatively latent: The power individuals exert over others depends on the 

experience of the interacting parties, their hierarchical relationship, and their position 

within the university; for example, just because a leader has significant power and 

influence over a specific employee does not mean that leader has significant power 

and influence over all other employees. 

6- It is a perceived phenomenon: Perception arises from perceptions and beliefs, which 

vary from person to person. 

7- It is dynamic: In other words, it is not static; it changes over time. For example, 

someone who holds power today will not necessarily retain that power in the future. 

8- It is a dependent relationship between two or more people. 
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9- The potential to use them in a positive way: by leveraging them to foster 

collaboration and solve problems in order to achieve organizational goals 

4- Dimensions of Organizational Power: 

    These dimensions, which have been identified by numerous researchers—including 

legitimate power, reward power, expert power, and referent power—are the most 

widely used and prevalent. They have been employed in numerous studies, including 

the study by )Al-Kanaan et al, 2020). These dimensions will be explained below: 

1- Legitimate Power or Formal Authority: This is the power derived from an 

employee’s position; an employee, leader, or manager derives it through their legal 

status and controls the university’s organizational resources based on the formal 

authority they hold (Schermerhorn, 2011: 268). Legitimate power is similar to formal 

authority and is often used to refer to the same concept (Sturm & Antonakis, 2015: 

377). Legitimate power has certain limits and a specific scope known as the 

“boundaries of acceptance.” For subordinates to accept their superiors’ orders, the 

following conditions must be met (Al-Sanour, 2018: 22): 

A. Subordinates must have a proper understanding of the orders they receive from 

their supervisor; without a proper understanding of those orders, subordinates may not 

be able to carry them out correctly. 

B. Subordinates must have the ability to carry out the instructions and orders given to 

them by their supervisor, and they must believe that these orders enable them to 

achieve the university’s goals. 

C. The actions taken by subordinates must not conflict with their personal principles. 

2- Reward Power: This refers to the ability of an individual in a position of authority 

to reward others and influence their decisions and rewards, whether material (such as 

wage increases and bonuses) or non-material (such as letters of appreciation, 

promotions, or career advancements), (Robbins et al., 2017:462) These rewards 

undoubtedly have a positive effect, as they encourage subordinates to obey their 

superiors’ orders and carry them out without hesitation. Although all leaders have the 

authority to offer rewards, true leadership success lies in giving the right reward to the 

right person at the right time (Schermerhorn, 2011:284). 

3- The Power of Experience: This refers to the ability to control the behavior of 

others and influence them through personal experience and knowledge; it is not tied to 

the individual’s position at the university (Rahimi et al., 2017:2). It is the ability of 

leaders to deal with situational circumstances facing universities by relying on their 

knowledge and experience (Gerow, 2012: 79). The power of experience stems from 

excellence in specific fields, acquired skills, and humanistic knowledge, which 

enhance the ability to handle critical situations as circumstances dictate. The strength 

of this experience is determined by the capabilities of individuals, and in turn, this 
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requires a significant amount of time for individuals to demonstrate that they possess 

such experience (Al-Zubaidi, 2017: 317). 

4- Referent power: This is the ability of leaders to influence individuals working at 

the university by earning their respect, appreciation, and admiration for their character, 

as well as their recognition of the leaders’ abilities and expertise. This power is based 

on the personal qualities possessed by leaders and their influence on individuals (Aziz 

et al, 2022:361). This power is derived from the love and respect that leaders receive 

from those around them and requires experience, intelligence, and acceptance by 

others; that is, the more a leader’s behavior aligns with the expectations of their 

colleagues at the university, the more acceptance and welcome it will receive from 

university staff (Torelli & Shavitt, 2010:704). 

Second :the quality of the decision-making process 

1- The Concept of Decision-Making Quality: 

      The challenges and problems faced by private universities have become more 

complex as a result of rapid environmental changes and the world’s openness to all 

that is new. This requires high-quality decision-making to ensure that decisions are 

distinctive and of high quality (Wali et al, 2018: 8). From this perspective, the quality 

of decision-making can be defined as the set of indicators that leaders use to assess the 

quality of the decision-making process.  This encompasses several dimensions, 

including an evaluation of the decision-making mechanism, the extent to which they 

employ logical and rational thinking in examining alternatives and selecting the best 

alternative to solve the problem in a timely manner, as well as an assessment of the 

cost of the decision-making process and the quality of the information used (Donelan, 

2013: 103) It is also defined as a cognitive mental process that leads to the selection of 

an appropriate course of action from among many options (Mohammad, Hadeel, 

2012:29). (Lastella et al., 2020 :66) defined it as the ability of leaders to integrate 

information, evaluate their decisions and actions, and assess the extent to which their 

decisions can solve problems. (Aqil, 2021: 25) defined it as the decisive point through 

which the appropriate decision is made from among many alternatives in a manner 

suited to the university’s situation. (Ghasemaghaei, 2019: 15) defined it as the 

soundness and accuracy of decisions, noting that the quality of decision-making is 

good if the decision-maker has sufficient knowledge of the problem, whereas a 

decision is considered poor if the decision-maker has insufficient knowledge of the 

problem. According to  ( Baghdadi & Belhabib, 2022: 13), a good decision can never 

become a bad one, and a bad decision can never become a good one. It is the decision-

maker's ability to reach an appropriate, high-quality decision by gathering relevant 

information about the matter on which a decision is to be made.  (Liu et al, 2025:127) 
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Based on the above, researchers define the quality of decision-making as the ability of 

leaders to make appropriate decisions based on their experience, skills, and intellectual 

abilities. 

2-The Importance of Quality Decision-Making: 

     The process of quality decision-making is at the heart of administrative operations, 

as it is intertwined with management functions and activities. When management 

carries out its planning function, it must make specific decisions at every stage of the 

planning process. For example, when formulating policies, setting goals, allocating 

resources, preparing programs, and selecting the best means, methods, and operational 

approaches—all of these depend on the quality of the decisions made by management 

(Al-Azzam and Al-Dhafra, 2023: 11). The importance of high-quality decision-

making is particularly significant given its relevance to daily and professional life; 

high-quality decisions must be maintained in an environment characterized by an 

abundance of information and a high level of uncertainty (Sproten, 2013: 2). It helps 

improve performance by selecting the appropriate alternative, minimizing risks and 

problems, and achieving goals efficiently and effectively (XU et al, 2026:380). 

Its importance is also highlighted by (Mohsen & Abdulwadud, 2023 :1013) and 

(Hanan & Hidayah, 2022: 7): 

1- At the individual level: Its importance lies in its significant impact and prominent 

role in shaping the lives of individuals and those around them. 

2- At the small-group level: Its importance lies in its fundamental and vital role in 

achieving the group’s goals. 

3- At the practical and scientific level: Its importance lies in the conduct of 

administrative processes such as organization, supervision, and planning, and it is also 

linked to organizational behavior. 

4- At the organizational level: Its importance increases with the growing complexity 

of the university, due to its size, its openness to various environments, and the rapid 

changes characterized by constant flux, given its impact on individuals and groups 

both within and outside the university. 

3- Dimensions of Decision-Making Quality: 
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      Many authors and researchers have addressed various dimensions of decision-

making quality. In this study, the researchers relied on the scales developed by 

(Shamim, 2011) and (Nisar et al, 2020), which identify the following dimensions of 

decision-making quality : 

1 -Decision-making effectiveness:  Decision-making quality refers to the 

effectiveness and efficiency of decision-making. It serves as an indicator of decision 

quality because it evaluates the final outcome reached and achieved through the vast 

data available to fulfill the desired goals and objectives of effective decision-making. 

It plays a vital and prominent role in the university’s success, enhances its ability to 

compete with rivals, and improves its performance (Nisar, et al, 2020:7). It refers to 

the extent to which the university achieves the objectives set by management at the 

time of decision-making, which can be accomplished by enhancing the quality of 

decision-making (Wang & Byrd, 2017:3). (Musa, 2023: 63) describes it as an 

administrative process that contributes to finding appropriate solutions to a problem 

from among a set of proposed alternatives available to the decision-maker, in line with 

the internal and external circumstances facing the decision-maker.(  Mohsen et al, 

2026:  242) define it as the decision-maker’s ability to select and implement the 

appropriate alternative to achieve the desired results. 

2- Decision-making efficiency: defined as the optimal method for converting inputs 

into outputs and utilizing the necessary means and resources to achieve the 

university’s objectives efficiently and at the lowest possible cost in terms of time 

(Szutowski, 2020:186). (Sha’biya , 2022: 30) defined it as a leader’s ability to 

accomplish something with the fewest possible resources. Consequently, decision-

making efficiency is not achieved simply because of an increase in undesirable 

outputs; rather, outputs can be leveraged to enhance decision-making efficiency by 

converting invalid or undesirable outputs into inputs, or by transforming undesirable 

outcomes into desirable ones (Khalil, 2011: 286). It is the decision-maker's ability to 

analyze information and available alternatives and select the appropriate alternative 

that achieves the best results with the least time and effort. (Obara & Adiele, 

2025:107). 
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Section 3: The Practical Aspect of the Research 

   In this section, the researcher explains the results of the practical aspect of the 

research, examines the reality of Organizational power and the quality of decision-

making among the research sample at Al-Ma’arif Al-Ahliya University, and identifies 

the relationship and influence between the variables under study, based on the 

questionnaire distributed for data collection and analysis, as explained in the following 

paragraphs: 

First: Description and Analysis of the Research Variables: 

1- Description and analysis of the research sample’s views on the variable 

(organizational power) 

     The results in Table 4 show the mean, standard deviation, coefficient of variation, 

and relative importance of the “organizational power” variable. The majority of 

responses from the study sample supported the statements related to the 

“organizational power” variable, as confirmed by the mean in Table 4, which, in turn, 

points to the importance of organizational power among the staff at Al-Ma’arif Private 

University, confirming that leaders play a prominent and influential role in shaping the 

behavior of individuals at the university under study and influencing their peers. 

Referent power recorded the highest arithmetic mean at (4.20), with a standard 

deviation of (0.87), a coefficient of variation of (0.20), and a relative importance of 

(0.83). This indicates that leaders derive their authority from the love and respect of 

those around them, which requires experience and wisdom in their interactions to 

increase their authority and influence. Legitimate authority recorded the lowest 

arithmetic mean (3.71), a standard deviation of (0.10), and a coefficient of variation of 

(0.29) and a relative importance of 0.74. This indicates that leaders did not pay the 

required attention to carrying out the instructions and orders requested of them by their 

superiors, and that they lacked confidence that those orders would enable them to 

achieve their own goals and those of the university. Meanwhile, the lowest-scoring 

items were items (1, 5, and 10) because they had the same mean score of (3.6) 

compared to the other items. These items are: “Leaders enforce all laws and 

regulations,” “Leaders require university employees to follow the decisions they have 
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made,” and “Leaders link the promotion and compensation of university employees to 

their performance level,” Their standard deviations were 1.6, 1.6, and 0.67, 

respectively, while their coefficients of variation were 0.44, 0.44, and 0.18, 

respectively. These results relate to leaders’ enforcement of laws and employees’ 

compliance with university decisions 

Table (4) presents an analysis of the research sample’s responses regarding the organizational power 

variable (n=66) 

NO 
Paragraphs, Legitimacy Power 1–5, Reward Power 6–10, 

Experience Power 11–15, Authority Power 16–20. 

Arithmet

ic mean 

Standard 

deviation 

Coefficient 

of 

variation 

Relative 

importance 

1 Leaders enforce all laws and regulations. 3.6 1.6 0.44 0.72 

2 Leaders use their authority to supervise university staff. 3.95 0.64 0.16 0.79 

3 Leaders rely on the official powers granted to them 

to assign tasks to university staff. 
3.77 0.71 0.18 0.75 

4 Leaders use their official authority to reduce bureaucracy 

and streamline work procedures within the university. 
3.65 0.98 0.26 0.73 

5 Leaders require university staff to follow the decisions 

they have made. 
3.6 1.6 0.44 0.72 

Total 3.71 1.10 0.29 0.74 

6 Leaders award rewards based on objective criteria. 3.75 0.91 0.24 0.75 

7 Leaders vary the methods used to award rewards to 

university employees, whether financial or non-financial. 
4.39 1.03 0.23 0.87 

8 University employees expect that rewards and incentives 

will be commensurate with the work they perform. 
3.92 1.07 0.27 0.78 

9 Leaders recognize creative employees who perform their 

work to a high standard and in accordance with what is 

required of them. 

4.01 0.93 0.23 0.80 

10 Leaders link promotions and rewards for university 

employees to their level of performance. 
3.6 0.67 0.18 0.72 

Total 3.93 0.92 0.23 0.78 

11 Leaders use their past experiences to influence 

employees. 
4.04 0.71 0.17 0.80 

12 Leaders guide employees and provide them with 

information about their work. 
4.57 0.6 0.13 0.91 

13 Leaders advise and guide university employees when 

they encounter problems. 
4.31 0.73 0.16 0.86 

14 Leaders use their experience to encourage university 

employees to acquire and develop new ideas. 
3.75 0.72 0.19 0.75 

15 Leaders’ experience and knowledge help foster a spirit of 

cooperation among employees. 
4.21 0.98 0.23 0.84 

Total 4.17 0.74 0.17 0.83 

16 Leaders use referent power to influence others. 4.43 0.89 0.20 0.88 

17 Leaders have the ability to create a vision that motivates 

employees to be loyal to their policies and strategies. 
4.21 0.79 0.18 0.84 

18 Leaders gain the support of others through their personal 

influence and the appeal they exert. 
4.15 0.93 0.22 0.83 

19 Leaders foster interpersonal relationships within the 

university to influence others. 
4.12 0.92 0.22 0.82 

20 Leaders’ scrutiny of important data and information 

contributes to the performance of university employees. 
4.13 0.85 0.20 0.82 

 Total 4.20 0.87 0.20 0.83 

Arithmetic Mean, Standard Deviation, and Coefficient of 

Variation for organizational power. 
4.00 0.90 0.22 0.79 

Source: Compiled by the researcher using SPSS v. 25 
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2. Analysis of the research sample’s opinions regarding the variable (quality of  

decision-making) 

    The results in Table 5 show the arithmetic mean, standard deviation, coefficient of 

variation, and relative importance of the “Quality of Decision-Making” variable. Most 

respondents agreed with the statements related to the “quality of decision-making” 

variable, as indicated by the arithmetic mean in Table 5. This, in turn, indicates the 

importance of decision-making quality to leaders and staff at Al-Ma’arif Private 

University, as it ranked second only to decision-making effectiveness with the highest 

arithmetic mean (4.39), a standard deviation of (0.86), a coefficient of variation of 

(0.20), and a relative importance of (0.83). This points to the effectiveness and 

efficiency of decision-making as an indicator of decision quality at the university 

under study, since it assesses the final outcome reached; decision-making 

effectiveness plays a vital and prominent role in the success of Al-Ma’arif Al-Ahliya 

University, enhances its ability to compete with rivals, and improves its performance. 

Decision-making efficiency followed decision-making effectiveness with a lower 

arithmetic mean, at 4.15, a standard deviation of 0.73, a coefficient of variation of 

0.17, and a relative importance of 0.82. This indicates that the university under study 

operates optimally in converting inputs into outputs and utilizes the necessary means 

and resources to achieve its objectives efficiently and at the lowest cost. Meanwhile, 

the lowest-scoring item was (23) (“University leaders are satisfied with the outcomes 

of the decisions made”), as this item had the lowest mean of (3.74), a standard 

deviation of (0.94), a relative importance of 0.74, which indicates that employees at 

Al-Ma’arif Al-Ahliya University are not entirely satisfied with the decisions made by 

their leaders the decisions made by their leaders, while the overall quality of decision-

making had a mean of 4.27, a standard deviation of 0.79, and a coefficient of variation 

of . 
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Table (5) presents an analysis of the research sample’s opinions regarding the variable “quality  

of decision-making” (n=66) 

NO 
Paragraphs, Decision-Making Effectiveness 21–

25, Decision-Making Efficiency 26–30. 
Arithme

tic mean 

Standard 

deviation 

Coefficient 

of variation 

Relative 

importance 

21 The decisions made by leaders lead to the 

desired outcomes. 
4.27 0.83 0.19 0.85 

22 Leaders believe that their decisions are in 

the best interest of the university. 
4.39 0.89 0.20 0.87 

23 University leaders are satisfied with the 

outcomes of the decisions that have been 

made. 

3.74 0.94 0.25 0.74 

24 Leaders’ decisions improve the 

university’s organizational performance. 
4.25 0.77 0.18 0.85 

25 Leaders’ decisions are consistent with the 

university’s strategy and objectives. 
4.31 0.87 0.20 0.86 

Total 4.39 0.86 0.20 0.83 
26 Leaders focus on making low-cost 

decisions. 
4.06 0.72 0.17 0.81 

27 Leaders take a long time to make 

decisions in order to consider the cost of 

the decision. 

4.22 0.79 0.18 0.84 

28 Leaders involve stakeholders in the 

decision-making process. 
4.15 0.78 0.18 0.83 

29 Leaders make critical decisions at the 

right time. 
4.45 0.70 0.15 0.89 

30 Leaders make high-quality decisions 

based on the data and information 

systems available to them. 

3.89 0.70 0.17 0.77 

Total 4.15 0.73 0.17 0.82 

Arithmetic Mean and Overall Standard 

Deviation of quality of decision-making 
4.27 0.79 0.18 0.82 

 

Source: Compiled by the researcher using SPSS v. 25 

 

Second: Testing Research Hypotheses: 

1-Testing correlation hypotheses: First Main Hypothesis: This paragraph clarifies the 

relationship between the explanatory variable (organizational power) and the response 

variable (decision-making quality) based on Pearson’s correlation coefficient matrix. 

Table 6 shows that there is a correlation between (organizational power) and 

(decision-making quality) with a correlation coefficient of 0.560. Therefore, the first 

hypothesis is accepted: there is a correlation between organizational power and 

decision-making quality at Al-Ma’arif Private University. The sub-hypotheses derived 

from the first main hypothesis are presented in Table 7: 
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Table 6 illustrates the relationship between organizational power and its dimensions and the 

quality of decision-making n66 

making-quality of decision  Responsive variable 

 

Interpretive variable 

N 
Sig R 

66 0.000 0.560** power organizational  

Source: Compiled by the researcher using SPSS v. 25 

Table (7) illustrates the sub-correlation between organizational power and its dimensions and 

the quality of decision-making n66 
 

H1a: 

Decision 

making-quality of decision   Responsive variable  

 

 

Interpretive variable 

Sig R 

Accept the hypothesis 0.001 0.402 **  The Power of Legitimacy 

H1b: 

Decision 

quality of decision-

making 

Responsive variable 

 

 

Interpretive variable Sig R 

Accept the hypothesis 0.000 0.466**  The Power of Rewards 

H1c: 

Decision 

quality of decision-

making 

Responsive variabl 

Interpretive variable Sig R 

Accept the hypothesis 0.008 0.332**  The Power of Experience 

H1d: 

Decision 

quality of decision-

making 

Responsive variable 

Interpretive variable Sig R 

Accept the hypothesis 0.000 0.627**  The Power of Authority 

Source: Compiled by the researcher using SPSS v. 25 

      Based on the table above, all sub-hypotheses derived from the first main 

hypothesis are accepted, as the correlation between the legitimate power dimension 

and the decision-making quality variable was (0.402**), which indicates the role that 

legitimate power plays in enhancing decision-making quality at Al-Ma’arif Private 

University. The correlation between the reward power dimension and the decision-

making quality variable was (0.466**) This indicates that reward power has a positive 

correlation and role in enhancing decision-making quality. The correlation between 

the expertise power dimension and decision-making quality was (0.332**), suggesting 

that expertise power plays a prominent role in enabling Al-Ma’arif Al-Ahliya 

University leaders to handle the circumstances facing the university by relying on their 

knowledge and experience. The correlation between the dimension of referent power 
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and decision-making quality was 0.627**. This makes it clear that leaders derive their 

power from the love and respect of those around them, and that this power requires 

experience, intelligence, and acceptance by others in order to enhance decision-

making quality. 

2- Testing the main and Sub-branch impact hypotheses: 

        Table 8 shows the results of the analysis of the effect of the independent variable 

(organizational power) on the dependent variable (decision-making quality). The 

results indicate that organizational power has a statistically significant effect on 

decision-making quality, as the calculated F-value was 27.817, which is greater than 

the critical value of 3.96. This indicates that organizational power has a significant 

effect on decision-making quality at a significance level of less than 0.05. The R² 

value was 0.313, indicating that organizational power explains 31.3% of the variation 

in decision-making quality, while the remaining 68.7% of the variance is unexplained 

by other factors not included in the regression model for this variable. The B-value 

was 0.560 This indicates that a one-unit change in Organizational power leads to a 

56% change in decision-making quality. The Sig value was 0.00, which is less than 

0.05, confirming the statistical significance of the simple regression model. This 

supports the second main hypothesis, which states “There is a significant relationship 

between organizational power and its dimensions and the quality of decision-making 

at Al-Ma’arif Al-Ahliya University.” 

Table (8) illustrates the relationship between the influence of organizational power and the 

quality of decision-making. 

Decision 
quality of decision-making 

Sig T F 𝑹𝟐 Beta Variable 

Accept the 
hypothesis 

0.00
0 

5.956 
27.81

7 
0.31

3 
0.560 

organizational 
power 

value (f) at significance (0.05) = 3.96                                                      N 
= 66 

 

Source: Prepared by the researcher using SPSS v.25 

The testing of the sub-hypotheses is presented in Table (9), as shown below: 
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Table (9) shows the sub-effect relationship between the dimensions of organizational power 

and decision-making quality. 

H2a 

Decision 
Sig T F 𝑹𝟐 Beta 

0.000 7.398 11.790 0.162 0.402 
Accept the hypothesis 

H2b 

Decision Sig T F 
 
𝑹𝟐 

Beta 

Accept the hypothesis 0.000 8.361 17.711 0.217 0.466 

H2c 

Decision 
Sig T F 

 
𝑹𝟐 

Beta 

0.000 8.677 7.565 0.110 0.332 
Accept the hypothesis 

H2d 

Decision Sig T F 
 
𝑹𝟐 

Beta 

Accept the hypothesis 0.000 11.003 41.565 0.394 0.627 

value (f) at significance (0.05) = 3.96                                                      N = 66 
 

Source: Compiled by the researcher using SPSS v.25 

     The table above shows that all sub-hypotheses of the second main hypothesis will 

be accepted, as the results of the analysis indicate that the legitimacy dimension has a 

statistically significant effect on decision-making quality; the calculated F-value was 

11.790, which is greater than the critical value of 3.96. This indicates that the 

legitimate-power dimension influences the quality of decision-making at a 

significance level of less than 0.05, and the R² value was 0.162. This indicates that the 

legitimacy dimension explains 16.2% of the variation in decision-making quality, 

while the remaining 83.8% of the variance is unexplained by other factors not 

included in the regression model for this dimension. The value of (B) was (0.402), 

indicating that a one-unit change in the legitimacy dimension leads to a (40.2%) 

change in decision-making quality. The (Sig) value was (0.00), which is less than 

(0.05). 

The results of the analysis in Table 9 indicate that the reward strength dimension has a 

statistically significant effect on decision-making quality, as the calculated F-value 

was 17.711, which is greater than the critical F-value of 3.96, This indicates that the 

reward intensity dimension has an effect on decision-making quality at a significance 

level of less than 0.05. The R² value was 0.217, indicating that the reward intensity 

dimension explains 21.7% of the variation in decision-making quality, while the 

remaining 78.3% of the variance is explained by other factors not included in the 

regression model for this dimension. The B-value was 0.446. This indicates that a one-

unit change in the reward-power dimension is associated with a 44.6% change in 

decision-making quality. The Sig value was 0.00, which is less than 0.05. 
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The calculated value (7.565) is greater than its table value (3.96), indicating that the 

experience dimension has a significant effect on decision-making quality at a 

significance level of less than 0.05. The R² value was 0.110. This indicates that the 

experience dimension explains 11% of the variation in decision-making quality, while 

the remaining 89% of the variance is explained by other factors not included in the 

regression model for this dimension. The coefficient (B) was 0.233 This indicates that 

a one-unit change in the “experience” dimension leads to a 23.3% change in decision-

making quality. The “Sig” value was 0.00, which is less than 0.05. 

The results of the analysis indicated that The referent-power dimension has a 

statistically significant effect on decision-making quality on decision-making quality, 

as the calculated F-value was (41.565), which is greater than the critical F-value 

(3.96), This indicates that the referent-power dimension explains 39.4% of the 

variation in decision-making quality at a significance level of less than 0.05, and the 

R² value was 0.394 This indicates that the reference power dimension explains 39.4% 

of the variations in mental alertness, while the remaining 60.6% of the variance is 

unexplained by other factors not included in the regression model for this dimension. 

Furthermore, (B) was 0.627, indicating that a one-unit change in the authority 

dimension leads to a 62.7% change in decision-making quality. The (Sig) value was 

0.00, which is less than 0.05. 

 

 

Section 4: Conclusions and Recommendations 

First: Conclusions 

      This section presents the findings concerning organizational power and decision-

making quality, based on the responses of employees at Al-Ma’arif Private University 

at Al-Ma'arif Private University, as follows : 

1-  The results indicate that employees perceived a clear commitment from the leadership 

of Al-Ma’arif Al-Ahliya University, as evidenced by the opportunity they were given 

to participate in decision-making . 

 2  - The importance of organizational power is linked to its capacity and influence on the 

effectiveness and missions of Al-Ma’arif Al-Ahliya University through its 

operations, plans, and strategic tactics, as it serves as a positive factor manifested 

through four components: (legitimate power, expert power, reward power, referent 

power), which collectively contribute to building its organizational power . 

3-The results indicated a statistically significant correlation between organizational 

power and the quality of decision-making at the university under study, stemming 

from the need of the university and its employees for high-quality decision-making . 
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4-The results indicated that organizational power had a significant effect. on the quality 

of decision-making at the university under study, as reflected in the staff’s confidence 

in their leaders’ decisions. 

Second: Recommendations 

1- Al-Ma’arif Private University should strengthen its leadership by recruiting qualified 

staff without relying on personal connections or favoritism. 

2- It is essential to develop the decision-making competence and effectiveness of the 

staff at the university in question by giving them the opportunity to participate in all 

decisions made at the university level. 

REFERENCES 

1. Ahmad, Ibtisam Saeed, (2017), “The Organizational Power of Kindergarten 

Teachers,” Journal of Educational and Psychological Research, Issue 55. 

2. Alapo, R. (2018). Organizational power politics and leadership experiences on the 

view and use of power in organizations. 

3. Al-Azzam, Saad bin Nasser; Al-Tafra, Fayzin Awad, (2023), “The Impact of 

Artificial Intelligence on the Quality of Decision-Making in the Emirate of Asir 

During the COVID-19 Pandemic,” *Arab Journal of Management*, Vol. 43, No. 

4. 

4. Al-Fetlawi, Mithaq Hatf, and Al-Shimari, Rafi’ Muhammad Ali, (2021), “The 

Impact of Organizational Power Dynamics on Strategic Success: An Analytical 

Study of the Views of a Sample of Officers from the Traffic Directorate of the 

Holy Province of Karbala,” Iraqi Journal of Administrative Sciences, Vol. 17, No. 

69. 

5. Al-Kanaani, Mustafa Kamel Youssef, Muhammad, Abdulrahman Karim, Nasif, 

Saad Sabbar, (2020), “The Role of Career Paths in Enhancing Organizational 

Power: An Exploratory Study of the Opinions of a Sample of Employees at the 

General Company for the Manufacture of Medicines and Medical Supplies in 

Samarra,” Tikrit Journal of Administrative and Economic Sciences, Vol. 16, No. 

49. 

6. Al-Nusur, Abeer Tawfiq, (2018), “The Relationship Between Organizational 

Power and Administrative Creativity: A Field Study of Public-School Principals in 

the Southern Governorates of Palestine,” Master’s Thesis in Business 

Administration, Al-Azhar University, Gaza. 

7. Al-Zubaidi, Sahar Anawi Rahio, (2017), “Organizational Power and Its Role in 

Achieving Professional Harmony Among a Sample of Department and Division 

Heads at the Colleges of Al-Qadisiyah University,” Al-Ghari Journal of Economic 

and Administrative Sciences, Vol. 14, No. 3. 

8. Aqil, Sahar Adel Muhammad, (2021), “The Role of Decision-Making Quality as a 

Mediating Variable in the Relationship Between Knowledge Management and 

777



 

Creative Behavior Among Employees at Al-Shifa Medical Complex, Southern 

Governorates,” Master’s Thesis, Al-Aqsa University, Gaza, College of 

Management and Finance. 

9. Aziz, Adel Abdullah; Saleh, Mudar Hamid; Khamis, Abdullah Abdulhaq, (2022), 

“The Role of E-Collaboration Technologies in Enhancing Organizational Strength: 

An Exploratory Study at the Presidency of the Northern Technical University,” 

Tikrit Journal of Administrative and Economic Sciences, Vol. 18, No. 57. 

10. Bafna, A. (2025). Unmasking Organisational Power: A Radical Structuralist 

Analysis of Ideology, Myth, and Resistance in Bureaucratic Contexts. Myth, and 

Resistance in Bureaucratic Contexts (May 14, 2025). 

11. Baghdadi, Ruqaya, and Belhabib, Suhaila, (2022), “The Role of Emotional 

Intelligence in Improving the Quality of Decision-Making: A Case Study of the 

Imtiaz Electricity and Gas Distribution Company in the Province of El Bayadh,” 

University of Qasdi Merbah and Ouargla, Institute of Technology, Department of 

Management, for the Professional Bachelor’s Degree. 

12. Donelan, R. (2013). Development and Validation of a Generic Instrument for 

Assessing The Quality of Decision-Making. A published thesis submitted in 

accordance with the conditions governing candidates for the degree of doctor of 

philosophy (PHD), Cardiff University, UK. 

13. Gerow, Jennifer E., (2012), “What Should FIRMS Look for in A Clo?, Proceeding 

of The Southern Association For Information System Conference, Atlanta, GA, 

USA, March. 

14. Ghasemaghaei, Maryam, (2019), Does Data Analytics Use Improve Firm Decision 

Making Quality? The Role Of Knowledge Sharing And Data Analytics 

Competency, Journal Decision Support Systems, Vol.120 . 

15. Griffin ,Ricky W. & Moorhead ,Gregory ,(2014)," Organizational Behavior 

:Managing People And Organizations", 11thed ,South-Western , Canada. 

16. Hanan, Kabban, Hadiya, and Jalab Khadija (2022), “The Impact of Artificial 

Intelligence on the Quality of Decision-Making at the Algerian 

Telecommunications Corporation—Tiaret,” Master’s thesis, Faculty of Economic, 

Commercial, and Management Sciences, Department of Economics, Business, and 

Management Sciences. 

17. Hartner-Tiefenthaler, M. (2021). Supervisors’ power to deal with employees’ inner 

resignation: How perceived power of the organization and the supervisor relate to 

employees’ voluntary and enforced work behavior. European management 

journal, 39(2), 260-269. 

18. Hassoun, Ihsan Mohsen; Ali, Nizar Muhammad (2018), “Organizational Power 

and Its Role in Enhancing Competitive Advantage: An Analytical Study of the 

778



 

Opinions of Managers at Nouruz Private University,” Iraqi Journal of 

Administrative Sciences, Vol. 2, No. 2. 

19. -Hellriegel, Don &Slocum. john .2008,Organizational Behavior (11 th ed) 

Thomson South –Western 

20. -Kähkönen, A. K. (2014). The influence of power position on the depth of 

collaboration. Supply Chain Management: An International Journal, 19(1), 17-30. 

21. Khalil, S. (2011). Relative efficiency of decision making units producing both 

desirable and undesirable outputs: A case of textile processing units in 

Pakistan. The Pakistan Development Review, 685-698. 

22. Lastella, Michele, Onay, Zozan, T. Scanlan, Aaron, Elsworthy, Nathan, And W. 

Pitchfor, Nathan, (2020), Wakeup Call: Reviewing The Effects Of Sleep On 

Decision-Making In Athletes And Implications For Sports Officials, Montenegrin 

Journal Of Sports Science And Medicine, Vol.9, No.2 . 

23. Liu, Y. D., Zhang, J. Z., Zheng, J., & Kamal, M. M. (2025). Artificial intelligence-

enabled systems and innovation in B2B firms: The role of strategic agility and 

decision-making performance. Industrial Marketing Management, 127, 164-174 

24. Manda, Kaushik, Roy, Koushick, 2012, “In search of factor's Affecting Variation 

of power Perception Distribution channel: An Exploratory study”, International 

Conference on Economics and Finance Research, Singapore, Vol. 32 . 

25. Mohammad, Hadeel, (2012), The Impact Of Business Intelligence And Decision 

Support On The Quality Of Decision Making An Empirical Study On Five Stars 

Hotels In Amman Capital, Master Thesis, College Of Business, Middle East 

University . 

26. Mohsen, Shahd Ammar, Abdulwadud, Thanaa, (2023), “Psychological Resilience 

and Its Relationship to Decision-Making Quality Among Students at the College 

of Islamic Sciences,” Nasq Journal, Vol. 38, No. 2. 

27. Musa, Zahir Sidqi Muhammad, (2023), “The Effectiveness of Decision-Making 

Among Public High School Principals in Palestine from Their Perspective,” Al-

Quds Open University Journal of Educational and Psychological Research and 

Studies, Vol. 14, No. 41. 

28. Mohsen, G. A., Hussein, H. I., & Shaalan, A. H. (2026). Role Of Management 

Information Systems In Decision-Making Effectiveness Among Departments 

Ministry Of Youth And Sports And Schools Directors From Employees 

Perspective. Musamus Journal of Physical Education and Sport (MJPES), 8(1), 

241-258. 

29. Nisar, Q. A., Nasir, N., Jamshed, S., Naz, S., Ali, M., & Ali, S. (2020). Big data 

management and environmental performance: role of big data decision-making 

capabilities and decision-making quality. Journal of Enterprise Information 

Management, 34(4), 1061-1096. 

779



 

30. Obara, C. E., & Adiele, G. C. (2025). Strategic Information Culture and 

Administrative Decision-Making Efficiency in Government Ministries. Journal of 

Human Resources and Management Science. 

31. Rabhi, M., Thamri, A., Djoual, M. S., & Harizi, R. A. (2023). The effect of 

organisational power on structural empowerment and awareness of ability levels 

among a sample of nurses. Economics and Business, 37, 50-72 

32. Rahimi, H., Kavosi, Z., Shojaei, P., & Kharazmi, E. (2017). Key performance 

indicators in hospital based on balanced scorecard model. Health Management & 

Information Science, 4(1), 17-24. 

33. Rashid, Hanin Raed, (2018), “The Impact of Sources of Organizational Power of 

Senior Management on Building Core Competencies: An Analytical Study,” 

Journal of Economic and Administrative Sciences, Vol. 24, No. 105. 

34. Robbins, S. P. and T. A. Judge, (2017). Organizational Behavior. Italy, 17th Ed, 

Pearson Education Limited, Italy. 

35. Saxena, A., Meschino, D., Hazelton, L., Chan, M. K., Benrimoh, D. A., Matlow, 

A., & Busari, J. (2019). Power and physician leadership. BMJ Leader, leader. 

36. Schermerhorn Jr, J. R., Osborn, R. N., Uhl-Bien, M., & Hunt, J. G. 

(2011). Organizational behavior. john wiley & sons. 

37. Shaabiya, Lara Fouad, “The Impact of Information Quality on the Efficiency and 

Effectiveness of Decision-Making: A Field Study at the Ministry of 

Communications in Damascus,” Master’s thesis, Syrian Arab Republic, Higher 

Institute of Business Administration. 

38. Shadikh, Zaid Ali, (2020), “Organizational Power and Its Relationship to 

Organizational Citizenship Behavior Through the Promotion of a Job Integration 

Strategy: An Exploratory Study at the Office of the Iraqi Ministry of Education,” 

Master’s thesis, University of Kufa, College of Management and Economics. 

39. Shamim, S., Zeng, J., Shariq, S. M., & Khan, Z. (2011). Role of big data 

management in enhancing big data decision-making capability and quality among 

Chinese firms: A dynamic capabilities view. Information & Management, 56(6), 

103135. 

40. Somoye, K. G. (2016). The Effects of Power and Politics in Modern Organizations 

and its Impact on Workers’ Productivity. International Journal of Academic 

Research in Business and Social Sciences, 6(11), 566-574. 

41. Sproten, Alec N., (2013), Developmental Neuroeconomics: Lifespan Changes In 

Economic Decision Making, Doctoral Dissertation, College Of Economics And 

Social Sciences, Heidelberg University. 

42. Sturm, Rachel E. & Antonakis, John, 2015, International power: A review critique 

and Research Agenda, Journal of Management, Vol. 41, Issue 1. 

780



 

43. Szutowski, D. (2020). The impact of management control systems on decision-

making quality throughout the innovation process. An empirical analysis. Prace 

Naukowe Uniwersytetu Ekonomicznego we Wrocławiu, 64(6), 182-195. 

44. Torelli, C. J., & Shavitt, S. (2010). Culture and concepts of power. Journal of 

personality and social psychology, 99(4), 703. 

45. Verkhohlyad, O. O., Romanovskyi, O. O., & Romanovska, Y. Y. (2025). 

Improving Organizational Performance by Creating an Instrument That Can Help 

Keep Misuse of Manager Power Under Control. Journal of Applied Social 

Science, 19(1), 49-76. 

46. Wali, Ahlam Ibrahim, Ali, Muzaffar Hamad, Sharif, Ahmed Azan, (2018), “The 

Role of Strategic Thinking Styles in the Quality of Administrative Decision-

Making: An Analytical Study of University Leaders at Salah al-Din University in 

Erbil,” Journal of Administrative Sciences, a peer-reviewed quarterly journal, Vol. 

(2), No. (2). 

47. Wang, Y., & Byrd, T. A. (2017). Business analytics-enabled decision-making 

effectiveness through knowledge absorptive capacity in health care. Journal of 

Knowledge Management, 21(3), 517-539. 

48. Xu, F., Zaharuzaman, J., & Sivachandran, N. (2026). A MULTIDIMENSIONAL 

MEASURE OF DECISION-MAKING QUALITY: EVIDENCE FROM 

CHINESE SECURITIES FIRMS USING PLS-SEM. Quantum Journal of Social 

Sciences and Humanities, 7(1), 378-392 

781



    𝑹  𝟐


    𝑹  𝟐


 


 


 



