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Abstract 
The purpose of this study was to examine the effects of organizational culture (hierarchy, 

market, Clan, adhocracy) on job satisfaction in the Ministry of Science and Technology. A 

mixed design was employed in this study. The study included 86 employees. Data were 

collected using questionnaires, interview, and document analysis. Data were analyzed 

using statistical tools like frequency, percentage, mean, spearman rho correlation 

coefficient, Mann Whitney U test and Multiple Regression. Moreover, data gathered 

through interview and document analysis were analyzed in narrative form to complement 

the quantitative finding. The findings of this study revealed that adhocracy culture was the 

dominant culture in the Ministry. On top of this, there was positive and moderate 

relationship between organizational culture and employees’ job satisfaction. In addition, 

the level of employees’ job satisfaction was higher in the Ministry. Moreover, 29.6% 

employees’ job satisfaction is explained by organizational culture. On the other hand, there 

were no relationship between respondents’ background characteristics (sex, levels of 

education, and work experience) and employees’ job satisfaction. Based on the findings, it 

was concluded that the Ministry of Science and Technology had focused on new innovation, 

risk taking and uniqueness of performance. Such effort is in light with the goals of the 

Ministry i.e. innovating new ideas and technologies that can contribute for the development 

of the nation. In line with the above findings and conclusions, the leaders of the Ministry 

should review employees’ job satisfaction from time to time. This is because job 

satisfaction might lead to employees’ commitment and high performance that can enhance 

the achievement of Ministry’s goal. 

 
Keyword: Organizational culture, hierarchy culture, market culture, clan culture, 
adhocracy culture and job satisfaction 
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CHAPTER ONE 

INTRODUCTION 
 

This chapt er deal s wi th backgro und of  the  stud y, statement of  the proble m, 

objectives of the study, significance of the s tudy, delimitation of the study, definition of 

key terms and organization of the study. The details of each theme are presented hereunder. 

 

1.1. Background of the study 

The attention to or ganizational culture has in creased in the late 19 80’s and earl y 

1990’s when US co mpanies f ailed to  co mpete with  their Japan counterpart in ter ms of 

organizational ef fectiveness (Ojo, 2010) . An  organizational success or f ailure is largel y 

dependent up on  the g iven organ izational cul ture (Sawn er, 200 0). I t is f requently h eld 

accountable for organizational ills and, on occasions, praised for creating positive qualities 

(Baker, 2004). The available literatures indicate that organizational culture has impact on 

employee atti tudes (C ameron & Qu inn, 201 1). In additio n to this,  various stud ies hav e 

shown the i nfluence of organizational  cult ure on  job  satisf action and  organiz ational 

commitment (Cameron & Freeman, 1991; Goodman, Zammuto, & Gifford, 2001; Lok & 

Crawford, 2004; Peters & Waterman, 2004; San& Kim, 2009). 

Organizational culture is a multidimensional concept and socially constructed 

(Hofstede, Neuijen,  O havy & S anders, 1990). This cu lture s hows the direct ion ho w 

members of  an organi zation perf orm th eir d uties and how the y ar e committed to the  

realization of organizational goals.  Schein (1985) defined organizational culture as a set 

of beliefs, values and assumptions that is shared by the employees of an organization. In 

the studies of organization and management, organizational culture is as equally important 

as the structure, strat egy, an d control of  an organization ( Hofstede, 1998). Ca meron & 

Freeman (1991) identified four different types of cultures: clan, adhocracy, hierarchy, and 

market. Every organization can and does have different aspects that i dentify their type of 

culture (Lund, 2003). In addition, organizational culture is a set of value system that can 
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enhance an organization to run a successful business in dynamic environment (Schhneider, 

1983). Organizational culture has the power to glue the employees and helps to understand 

the functioning of the organizations by sharing its  vision,  mission, norms, values, rules,  

and regulation (De shpande & We bster, 1 989). Those e mployees who understan d 

organizational culture well will have greater job satisfaction (Li, 2013).  

Much of  the organi zational liter atures h ave f ocused on the  link betwee n 

organizational culture  and organizat ional o utcomes (Ha rtnell, O u, & Kinicki, 2 011). 

Former research has shown fundamental relationships between different cultural types and 

a variety of specific organizational outcomes including team effectiveness, employee job 

satisfaction, employee involvement, turnover intentions, customer service, organizational 

profit, m arket p erformance and organiz ational co mmitment (e.g., Hartnell et al. , 2011; 

Lukas, Mohr, & Meterko, 2009; Meterko, Mohr, & Young, 2004). Although the existing 

researches present  evi dence of  the  i mpact o f organizational  cultu re on organizational 

outcomes, still some scholars suggested for additional empirical study on how 

organizational culture affects those outcomes (Gregory et al. 2009). One potentiality is that 

organizational culture influences the attitudes of employees, which in turn encourages or 

contributes to such organizational outcomes as the support employees believe is provided 

by the employer, the satisfaction that the employee feels toward their job and any intentions 

the employee may have to leave the organization (Gregory et al. 2009; Aydin & Ceylan, 

2008). 

Nowadays, managers need to f ocus on implementation of  the alre ady formulated 

policies (Snipes, Oswald, LaTour & Aremnaksi, 2005). Different job characteristics might 

lead to positive or negative job satisfaction for employee (Agho, Mueller & Price, 1993). 

The prevalence of  high job satisf action will pa y off through the emplo yee performances 

(Sempane, Rige r &  Roodt, 2002). The  st udy of  Silv erthorne (2004) showed that  

organizational culture can play an important role for the level of employee job satisfaction. 

Moreover, j ob satisf action can be lin ked to organizational culture because e mployees 

whose individual values are closely matched to those of  the organization (as exe mplified 
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by the organization’s culture) have been shown to ex hibit greater satisfaction from their 

jobs (Aydin & Ceylan, 2009). Neverth eless, according to Lu nd (2003), relatively fewer 

studies ha ve inv estigated on t he relati onship between  organi zational culture  and job 

satisfaction. Inde ed, n umerous studie s have  shown  that  e mployee job satisfaction i s 

differentially affected by the various cultural archetypes (Bellou, 2010; Ying & Ah mad, 

2009). 

Sometimes cultur e may be a l iability and i ts d ysfunctional a spect should n ot be  

ignored. If  not managed properl y, then it will have an ef fect on the orga nization’s 

effectiveness because from an employee stand point culture is valuable as it reduces risk 

(Robbins, 1 989). Bu t still the ke y to b oth jo b satisf action and job performance ar e the  

managers, the supervisors in the  organization and the support the y provide. When the y 

value participat ion, af firm di versity an d esta blish a workplac e env ironment of  m utual 

commitment, they enable themselves and their employees to balance job satisfaction and 

job ef fectiveness (Ed & Marg y, 2004).  In order to incr ease employee’s job s atisfaction 

there by organizational effectiveness, managers should understand the impact of culture on 

the employees’ satisfaction level  and should also be  taking  advantage of  it. S uch ef fort 

requires und erstanding of  currentl y e xisting nor ms and a ccepted behaviors t hrough 

periodic assessment. In the meantime, measures should also be taken in timely fashion to 

address problems, if any. Thus it is t imely to see the relationship between organizational 

culture and job satisfaction in MoST. To tha t end, current study will illustrate these types 

of culture (clan, ad hocracy, hierarchy, and  market) by analyzing the Competing Values 

Framework from Quinn and colleagues. This framework is used when culture is related to 

the organiz ational perf ormances a nd is  the b asis f or the f our a forementioned t ypes of  

culture. 
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1.2. Background of the Organization 

Ministry of Science and Technology (MoST) that is the target area of the research, 

was establis hed f or the f irst tim e in December 1975 b y p roclamation No.62/ 1975 as a 

Commission. Following the change in g overnment in 1991 a nd with the issuance of  the 

new economic policy, the Commission was re-established in March 1994 by Proclamation 

No.91/1994. The commission went into its 3rd phase of re-institution on the 24th of August 

1995 b y Proc lamation No.7/1995, f ollowing the establish ment of  Federal De mocratic 

Republic of Ethiopia as an Agency. Later on, in 2008 the government upgraded the Agency 

as one of  the Cabinet Ministries ac countable to the Pri me Mi nister and the Counci l of 

Ministers by the proclamation No. 604/2008 and reestablished recently too in October 2010 

according to definition of powers and duties of the executive organs of the Federal 

Democratic Republic of Ethiopia proclamation No. 691/2010. The Ministry’s vision is to 

see Ethiopia entrench the capacities which enable rapid learning, adaptation and utilization 

of effective foreign technologies by the year 2022/23(www.most.gov.et). 

 

1.3. Statement of the Problem 

Every organization functions within a unique culture and it becomes more widely 

recognized in contemporary discussions of organizational effectiveness that managers and 

their subo rdinates have to deve lop understanding of  their cultural contexts if  their 

organizations needs to perform effectively (Cameron & Quinn, 2011; Harrison & Stakes, 

1992). The main focus will be how to relate organizations more closely with their cultural 

settings in order to enhance optimal performance.  

Organizational culture is the wa y that a company operates. It refers not to specif ic 

processes, such as when the fiscal year ends or what type of software is used, but rather to 

atmospheric an d relati onal aspects of  how an entit y does busin ess. For exa mple, one  

company might be qui te strict about start an d end tim es while ano ther m ight be more 

lenient or flexible. One company might offer on-site daycare and encourage employees to 
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visit their children throughout the day, while another might expect that personal life be kept 

strictly se parate. Other areas of  cultural  dif ference can be seen  in  how inf ormation is  

communicated within the company; how management styles vary; and the way employees 

are encouraged to treat vendors, clients and colleagues (Schein, 1985). 

Organizational culture stands as the c enter from which all ot her factors of human 

resource management derive. It is believed that culture stands as commitment, motivation, 

morale, an d satisf action. Accor ding t o Wallach cited  in An as (2 009) suggested that  

individual job performance and  f avorable job out comes, inclu ding job  satisf action, 

propensity to remain with the organization and job involvement depend up on the match 

between an  indiv idual’s characteri stics a nd the organi zation’s cult ure. But  so metimes 

culture may be a liability and its dysfunctional aspect should not be ignored. If not managed 

properly, then it wi ll have an ef fect on the organization’s effectiveness because f rom an 

employee stand point culture is valuable as it reduces risk (Robbins 1989). But still the key 

to both jo b satisf action and job  perf ormance are the managers, t he supervi sors in  the 

organization and the support they provide. When they value participation, affirm diversity 

and establish a workplace environment of mutual commitment, they enable themselves and 

their employees to balance job satisfaction and job effectiveness (Ed and Margy, 2004). 

In addition, various scholars agree t hat job satisfaction in the wo rkplace lead to 

innovation, creativity in business, increase service, reduce employee turnover, and increase 

mental and physical health of employees (Delfgaauw, 2007; Saatchi, 2003). As per to those 

scholars who emphasize the importance of job satisfaction and organizational commitment 

workers at tempt t o qui t their jo bs whe n the y f eel unco mfortable w ith an org anization-

specific job do main. On the co ntrary, when workers are dissatisfied with a job domain, 

which differs significantly across jobs within an organization, they normally consider for 

another position in their current organization or quit the organization. 

As per the information gathered f rom the human resource management office, the 

Ministry has been recruiting various employees from time to time as there is high 

employees’ turnover in the Ministry that might be due to employee job dissatisfaction at 
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MoST. If the e mployees f requently leave the organizat ion, a given organization always 

receive inexperienced employees and that might lead to inefficiency and ineffectiveness in 

accomplishing i ts g oals. The  Mini stry i s ass umed to  have  well  ex perienced and well 

educated ex perts t o ac hieve its goal. Nevertheless, the  Mini stry h as been l osing well 

experienced e mployees f rom ti me to ti me. Such pra ctices create the gap  i.e. what is 

intended and what is o n actual practices. As f ar as the researcher rea dings are concerned, 

the researches that d eal on the relationshi p betw een organiza tional culture and job 

satisfaction is scant (for e.g., Biniyam, n.d; Meron, 2015) in Ethiopian context in general 

and in the Minis try of  Science and Tech nology in p articular. T here is no si milar stud y 

conducted on the relationship between organizational culture type and job satisfaction at 

Ministry of Science and Technology. As per unpublished studies in MoST, in 2005 E.C. 

the organization makes internal studies with regard to job satisfaction. The study comprises 

on salar y, ben efits and turnover with jo b satisf action. Howe ver, t he i mpact of  

organizational cult ure with job  satisf action has not been st udied and the p roblem of  

turnover continues. These are the  cases, which call f or the stu dy to be undertaken in the 

Ministry. Therefore, by studying the impact of organizational culture on job satisfaction, it 

is possible to increase job satisfaction there by organizational effectiveness. This however 

requires und erstanding of  currentl y e xisting nor ms and a ccepted behaviors t hrough 

periodic asses sment. It is, theref ore, necessar y to ass ess t he relationship b etween 

organizational culture type and job satisfaction in the Ministry of Science and Technology.  

 

1.4. Research Questions 

In order to ac hieve th e objective of  the res earch the stu dy ai ms to answer th e 

following basic questions: 

1. What is the existing dominant culture type of Ministry of Science and Technology? 

2. What is the level of overall job satisfaction in Ministry of Science and Technology? 

3. What is the relationship between the organizational culture and job satisfaction? 
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4. What is the effect of perception about culture on satisfaction in Ministry of Science 

and Technology? 

5. What is  the r elationship between  employees’ backgrou nd ch aracteristics and job  

satisfaction?  

 

1.5. Objectives of the Study 
The study was conducted by drawing from both general and specific objectives which are 

clearly stated as shown below: 

 

1.5.1. General Objective of the Study 
The overall objective of the study was to assess the effect of organizational culture 

type and job satisfaction in Ministry of Science and Technology. 

 

1.5.2. Specific Objectives of the Study 

• To identify the dominant existing organizational culture in Ministry of Science and 

Technology. 

• To identify the level of job satisfaction in Ministry of Science and Technology. 

• To exa mine the relationship betwee n organi zational culture an d em ployees jo b 

satisfaction in Ministry of Science and Technology. 

• To exa mine the e ffect of perception about culture on e mployee s atisfaction in 

MoST? 

• To examine the  relationship between employees background characteristics ( sex, 

age a nd e xperience) and e mployees job s atisfaction in Ministr y of Science and 

Technology.  
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1.6. Significance of the Study 

In addition to achieving its general and specific objectives, the study is significant in that:  

 It might give highlight for those who may develop interests to make further study 

on similar topics.  

 It might inf orm t he management of  the o rganization about the  exi sting cu ltural 

setting in their organization and alarms them to take appropriate actions if they need 

to. 

 

1.7. Delimitation of the Study 

For the manageability purpose, current study was delimited to Ministry of Science 

and Technology in Addis Ababa to examine the effects of organizational culture type on 

job satisfaction. The Ministry has offices in other regions of Ethiopia. However, the study 

covered the Min istry of Science and Technol ogy that is f ound in A ddis Ababa. It would 

have bee n bet ter t o include t he br anches of the Mini stry that are f ound in  regi ons 

nevertheless because of the scarcity of resources, the researcher forced to delimit herself 

to the Ministr y onl y. There are diff erent organization al culture  dim ensions and jo b 

satisfaction dimensions. However, this study was delimited to the study of organizational 

culture thro ugh its dimensions__ clan, adh ocracy, hierarch y, and market and overall job 

satisfaction. Time wise, the study used documents of the Ministry used as secondary data 

that cover the per iod July 201 5- March 20 17 G.C which shows trends of  e mployee 

turnover. This is because the ol d data’s are not available as t he Ministry structured and 

move to new office building.  

 

1.8. Limitation of the Study 

Currently, it see ms t hat it is dif ficult to  get back th e alread y distributed 

questionnaires as intended. In addition, because of boring nature to f ill the questionnaire, 

respondents might simply rate without reading the concept of the items. Another limitation 

is an important type of culture for one person is not necessarily so important for another. 
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This makes it difficult to judge whether certain type of cultures are predominantly better 

than others. 

 

1.9. Definition of Key Terms 

Job satisfaction: “An attitudinal vari able tha t ref lects how people feel about their jobs  

overall as well as about various aspects of them” (Spector, 2003, p. 210). 

Organization: It is defined as a social entit y where two or more p eople are work ing 

together coope ratively within identif iable bo undaries to acco mplish a common goal  or 

objective (Mullins, 2004).  

Organizational Culture: Org anizational c ulture co mprises the  sh ared set  of  belief s, 

expectations, val ues, norms a nd w ork r outines that  inf luence how members of an 

organization relate to one another and work together to achieve organizational goal (Jones 

and George, 2006).  

 

1.10. Organization of the Study 

This study has five chapters. The initial chapter provides background of the study, 

statement of the problem, objectives of the study, significance of the study, delimitation of 

the study, limitation of the study, and definition of key terms. Chapter two was devoted to 

a review of  the relat ed literature o n the c oncept of  organizatio nal culture, t ypes of  

organizational cultur e, levels of  organizati onal culture,  concept  of  em ployee job  

satisfaction, theories of job satisf action, factors affecting job sa tisfaction, dimensions of 

job satisfaction, and the relationship between organizational culture and employees’ job 

satisfaction. The third chapter presents research design, data sources, sampling technique, 

instruments of data collection, procedures of data collection, methods of data analysis and 

ethical conside rations. The f ourth chapter deals with the prese ntations, anal ysis, and  

interpretation of data. Finally, chapter five summarizes the investigation up on bringing the 

findings obtained, the conclusions drawn, and the recommendations made.  
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 
This chapter deals with the review of the related literature on organizational culture, 

types of  organizationa l culture, levels of  organizational cult ure, j ob satisf action, job  

satisfaction theories, f actors affecting job satisfaction, dimensions of job sa tisfaction and 

empirical evidences on the relationship between organizational culture and employees job 

satisfaction. Further, t he literature wa s revi ewed f rom tw o angle s i.e. theoretica l and  

empirical reviews. The detail of each theme presented hereunder. 

 

2.1. Theoretical Review 

2.1.1. Organizational Culture 
The definitions of organizational cul ture are inconsistent and vary from scholar to 

scholar and from expert to expert. The concept of culture originated from the blend of many 

disciplines like organizational ps ychology, s ocial ps ychology and social anth ropology. 

They hav e pro duced a literature  rich  in descriptions of  alternat ive cultur al s ystem 

containing p rofound im plication f or managers working o utside t heir native cou ntries 

(Kotter & Hesket t, 19 92). Although there is  no acceptable univer sal def inition f or th e 

concept orga nizational culture, th ere see ms agree ment on i mpact of  culture on  

organizational ef fectiveness. Thus, it is be tter to see so me of  the def initions of  

organizational culture . For insta nce, Mullins (2004) def ined organ izational cult ure as 

reflecting the underl ying assu mptions abou t the wa y work is performed; w hat is  

‘acceptable and no t acceptable’; and w hat behavior and acti ons are encouraged an d 

discouraged. In si milar vein, S chein (198 4) defined the ter m orga nizational cu lture as  

follows: 

Organizational culture is the pattern of shared basic assumptions – invented, 
discovered or developed by a given group as it learns to cope with its proble ms of 
external adaptat ion and internal integra tion – that has worked we ll enough to be 
considered valid and, therefore, to be taught to new members as the correct way to 
perceive, think and feel in relation to those problems (p. 3). 
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This def inition captur es the dif ficulty that organizations f ace in re conciling th e 

divergent goals and actions of its members while simultaneously recognizing the difficulty 

of that challenge (Sawner, 2000). Similarly, Denison (1990) defines organizational culture 

as “underlying beliefs, values, and assumptions held by members of the organization, and 

the practices and behaviors that exemplify and reinforce them.” In Denison definition we 

can understa nd that the belief s, assu mptions and val ues of  the people are what 

organizational culture mean. In si milar vein,  Maslowski, 20 01 defined organiza tional 

culture as “Distincti ve collection of  belief s, values, work st yles, and relationship s that 

distinguish one organi zation from another” (p. 1). Even though the  concepts are def ined 

differently by different scholars they have one central theme i.e. culture is the identity of a 

given organization that binds members of the organization for the realization of the desired 

goals. A s per to va rious inv estigators, o rganizational cultu re has the f ollowing 

characteristics: sociall y constructed, hi storically de termined, relate d to anthropolo gical, 

soft and difficult to change (Hofstede et al., 1990). It also can be divided into a visible and 

an invisibl e part. T he visible par ts (s ymbols, heroes an d ritual s) of a culture are the 

practices of the organization, while the invisible parts are the values of the organization. 

Only the  visi ble par ts of an organizati on can  be cha nged by an yone’s plan  (Hof stede, 

1998).  

As a comprehensive concept that includes belief, ideology, custom, norm, tradition, 

knowledge, and technology, organizational culture is an essential factor that influences the 

behavior of  an organi zation and its members (Li, 2013). I n this s tudy, organi zational 

culture is co nceptualized using the Competing Values F ramework Approach ( CVF) by 

Cameron & Freeman (1991). CVF provid es a method f or h elping managers and  their  

organizations analyze their culture and develop reliable and valid measurement tools, and 

thus, it i s wide ly used  as a f ramework to di agnose org anizational culture. C ompeting 

Values Framework Approach (CVF) yields four cultural types: clan (collaborate), market 

(compete), adhocracy (create) and hierarchy (control). The overview of each culture type 

is presented under types of organizational cultures. 
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2.1.2. Models of Organizational Culture 
In the bod y of  literatu re, scholars deve loped diff erent m odels on organizational 

culture that  include dif ferent traits driven  by beliefs and assu mptions that crea te unique 

organizational culture . S cholars lik e Dolan and Lingha m (2012) have i dentified and  

summarized major or ganizational cultu re models such as Deal  a nd Kenne dy Model, 

Charles Hand y Co ncept, and Edgar S chein Model. I n addition,  Denison model of  

organization culture is also part of this se ction. Common to all model of culture a nd the 

linkages to organizational success assert that values of employees need to be aligned with 

vision and mission of the company.  

 

2.1.2.1. Deal and Kennedy Model  

Dolan and Lingham (2012) summarized the model as follows. The model measured 

organization in terms of feedback. Accordingly, four type of organizational culture were 

developed. These a re, Tough-Guy Macho Culture, Work Hard / Play Hard Culture, Bet 

your Company Culture & Process Culture.  

The first Tough-Guy Macho Culture where by feedback is quic k and the rewards  

are high. This often applies to fast moving financial activities such as brokerage and it is 

very stressful culture in which to operate. Secondly, The Work Hard / Play Hard Culture 

is characterized by few risks being taken, all with rapid feedback. This is typical in large 

organizations, which strive for high quality customer service. Thirdly, Bet your Company 

Culture in which big stakes decisions are taken, but it may be years before the results are 

known. Typically, these might involve dev elopment or explor ation projects, which take 

years to come to completion, such as oil prospecting or military aviation. Fourthly, Process 

Culture which occurs in organizations where there is little or no feedback. People become 

suspicious w ith how t hings are done not w ith what is to be achi eved. This is of ten 

associated with bureaucracies.  
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2.1.2.2. Charles Handy Concept  

The second model that  Dolan and Lingha m (2012) discussed in det ail is Charl es 

Handy Model. Organizational structure is the base for this model to classify organizational 

culture in to four: Power Culture, Role Culture, Task Culture and Person Culture.  

A Power Culture in which power concentrates among a few and control radiate from 

the center like a web. Power Cultures have few rules and little bureaucracy  

A Role Culture charac terized by people has c learly delegated authorities within a  

highly def ined structur e. T ypically, the se org anizations f orm hierar chical bureaucra cies 

thus, power derives from a person's position and little scope exists for expert power.  

A Task Cul ture in w hich tea ms are f ormed to solve part icular pr oblems. Po wer 

derives from expertise as long as a team requires expertise. These cultures often feature the 

multiple reporting lines of a matrix structure.  

A Person Culture exist s where  all  indiv iduals believe  themselves superior t o the  

organization. Survival can become difficult for such organizations, since the concept of an 

organization suggests t hat a grou p of like-minded individuals pursue the orga nizational 

goals.   

 

2.1.2.3. Edgar Schein Model  

The last  organ izational culture  model that  Dolan an d Lin gham ( 2012) tri ed to  

summarize is Edgar Schein Model. This organizational culture model is described by three 

cognitive levels of organizational culture. At the first and most cursory level of Schein's 

model is  organ izational attribut es that  can be seen,  f elt and hear d b y th e unin itiated 

observer. These includes facilities, offices, furnishings, visible awards and recognition, the 

way that its members dress, and how each person visibly interacts with each other and with 

organizational outsiders.  

The next level  deals with the perceived culture of an orga nization's members. At 

this level, co mpany sl ogans, mission s tatements and other operational belief  are of ten 

expressed, and local a nd personal values are  widel y ex pressed wit hin the organizatio n. 

Finally, the third and deepest level depicts the organization's tacit assumptions. These are 
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the ele ments of  culture that are unseen an d not cognitivel y identified in everyday 

interactions between organizational members. Many of these unspoken rules' exist without 

the conscious knowledge of the membership.  

The above three  models enc ompasses organizational cult ure traits f rom 

psychological or perso nality perspective and  m ainly the thi rd is designed and created  

within the acade mic e nvironment which use s non -business langua ge. To the contrar y, 

Denison organizational culture model, which is discussed in the subsequent paragraphs, is 

behaviorally based that are designed and created within the business environment. And it 

is applicable to all levels of the organization in which business language is used to examine 

business results.  

 

2.1.2.4. Denison Model  

Denison and Neale (2011) identifies four cultural traits Involvement, Consistency, 

Adaptability and Miss ion. These unde rlying traits are expresse d i n ter ms of  a set of 

managerial practices  a nd measured usi ng th e twelve indices  that m ake up the model  

(Denison & Neale, 2011). The below succeeding paragraphs briefly discuss each of  the  

four organizational culture traits and their respective indices. 

 

2.1.3. Levels of Organizational Culture 

According to S chein (1985) many definitions of culture give primacy to the 

cognitive components, such as assumptions, beliefs and values. Others expand the concept 

to include behaviors a nd artif acts (Rous seau, 1990) lea ding to  a common d istinction 

between the visible and hidden levels of organizational culture. Gagliardi in Tosi and Rizzo 

(2000) developed three multidimensional and multilevel nature of organizational c ulture 

on the base s of  basic values, the way the y are ref lected and modes of  implementation. 

Rousseau (19 90) in h is c ritique of  research , who concentrate s on e of  few attributes,  

proposes a multi-layered m odel, which he st ructured as a ring. Ro usseau’s rings w ere 

organized f rom readi ly accessible i.e. outer la yer to dif ficult to access i.e., inner la yers. 
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Rousseau’s model appears to ca pture all the key elements of culture “a conti nuum from 

unconscious to conscious, from interpretative to behavior, from inaccessible to accessible”. 

But whilst Rousseau asserts that the layers of culture associated with values, beliefs, and 

expectations constitute the primary elements in organization researchers’ conceptualization 

of culture it would ap pear f rom other  critica l researcher s’ vie w po int that  in f act most 

research has co ncentrated on those more visible outer la yers. At thi s point it should be 

highlighted that many researchers use the sa me ter ms of  organizati onal culture but f or 

different m eanings. T hus Rousse au’s “valu es” are inner or hi dden” and the pri mary 

elements in organizations, while Schein’s “values” are visible “dominant values espoused 

by organization” i.e., values are not the primary elements in organizations. Rather, Schein’s 

primary ele ments ar e assumptions. Ma ny sc holars in t he f ield ado pted Schei ns (198 5) 

classification of cultural levels. Schein’s model consists of three layers that differ regarding 

their visibility within an organizations and their consciousness among organizational 

members. 

The first level of Schein’s classification scheme consists of artifacts and practices. 

In cultural artifacts, the basic assumptions, values and behavioral norms of the organization 

are visualized. F or in stance, s ymbolic obje cts to which organiza tional meanings has  

become a ttached-can i nclude titles, park ing places, special din ing rooms, of fice size , 

location, a nd f urnishings and other p osition and po wer ( Williamson, 19 81). In  an y 

organization, the specific symbols will be unique and related to the shared perspective of 

members. Symbols can also distinguish status and power differences between individuals 

and groups at the sa me leve l (Tosi , et al., 2 000). This level of  cul ture also co nsists of  

practices. In these practices or behavioral patterns, the underlying assumptions, values and 

norms come to the surf ace. These practices ar e not the result of  any formal agreement or 

arrangement between employees, but  develo ped f rom social ly acc epted or  reinf orced 

behavior of employees (Deal, 1985). Practices essentially refer to the custo ms, “the way 

use do things around here”, or to the rituals in organization. 
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The second level consists of values and norms. Values refer to what organizational 

members believe  to  be  good,  right  or desirable. Values, the refore, a re to be considered 

standards of desirability; they reflect what is conceived to be important to pursue or worth 

striving for in organi zation (Maslowski, 2001). Although organization members are not 

always conscious of the values that guide their behavior, most are able to express their core 

values (Deal, 1985). 

The third a nd the “ deepest”, leas t tangib le level of  culture con sists of  basic 

assumptions shared by org anizational members, which co mprises the core of 

organizational culture. Assumptions refer to taken-for-granted beliefs that staff members 

perceived to b e “tru e” (Schein, 1 985). Because of  their  take n-for-granted natur e, 

organizational members of ten are no longer aware of  the assum ptions that underlie the  

daily interpretations of their d uties. These assumptions are l ikely to remain unconscious 

until other organizational members and other external body challenges them (Maslowski, 

2001). Generally, it is clearly shown that organizational culture elements could be analyzed 

at dif ferent levels, bas ed on t he degr ee to  which the  cultur al ele ments are  visibl e to  

individuals. Some mangers focuses on the most outer or vi sible cul tural elements while 

others on  the most in ner or inv isible cultural ele ments. As the o rganization matures, 

artifacts take o n a  p rimary ro le in  creati ng and  sustai ning the culture.  Thu s, the  

organization’s future leaders will learn acceptable ways to behave through such artifacts as 

the organ ization’s stru cture, s ystems and procedures, rites and ri tuals, and  myths an d 

legends. 

Organizational struct ure: Ma y reflects the leader ha s co nsciously held  values.  When 

leaders believe the y must exert stron g da y- to- day co ntrol, th ey set up a centralized  

hierarchy with tight controls. Leaders who believe the organization competitive advantage 

lies in its people choose a decentralized structure that leader’s authority (Ladibo, 2005). 

Systems and procedures: Every organization has routines procedures, reports, and other 

regular task s. Thei r ex istence giv es e mployees a degree  of  certaint y and pred ictability. 

They also reinforce the organization’s culture. An organizatio n that values collaborat ion 
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among employees might set up regular meetings among employees from several functions. 

An organization that assumes top managers should have the final say would set up review 

processes in which top managers could make decisions and issues orders (Ladibo, 2005). 

Rites and Rituals: When people think of “organizational culture”, they often think of the 

organization’s rites an d rituals. These are c eremonies inc orporating f orms of  cultural  

expression such as rec ounting le gends. T ypically, the y have a  pres cribed f orm and are 

repeated according to the custom of the culture (Ladibo, 2005). 

Stories, Legends and myths: Overtime, organizations create and preserve stories, legends, 

and m yths. These  (often-true) a necdotes are  widel y recounted within the  organ ization. 

They tell  of  how th e organization’s leaders, handled a  crisis  or a  surprise. These s tores 

reinforce underlying assumptions and they teach new employees about the organization’s 

assumptions. Stories, legends, and myths are a powerful but hard  to manage category of 

artifacts. They are powerful because they can stir emotions and are readily passed from one 

employee to another. Managers can actively recount stories that reinforce the values they 

consider i mportant ( Ladibo, 2005). Gener ally, it  is  clearl y shown that  organ izational 

culture elements could be analyzed at def erent levels, based on the  degree to which the 

cultural elements are visible to individuals. Some authorities focuses on the most outer or 

visible cultural elements while others on the most inner or invisible cultural elements.  The 

following section  pres ents e mployees j ob sa tisfaction, job sa tisfaction theorie s, f actors 

affecting job satisfaction and dimensions of job satisfaction. 

 

2.1.4. Cultural Dimension 

One wa y to st udy org anizational cu lture is by a nalyzing i ts di mensions. The se 

dimensions are related to the work environment in an organization (Akaah, 1993). In 1983, 

Wallach investigated organizational culture by means of three dimensions; the innovative, 

the bureaucratic, and the supportive dimension. Most organizations are a combination of 

these aforementioned dimensions, but generally there is one dimension that is dominant in 
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an organizatio nal (S ilverthorne, 20 04). Bel ow each di mension is  explained with t he 

typically characteristics.  

Innovative dimension: The nor ms in t he inn ovative di mension are  challenge and ri sk 

tasking. Employees are free to try new ways of working without the fear to failure (Akaah, 

1993). K oberg a nd Ch usmir (19 87, p.  398)  s tated that  this c ulture is describe d b y the 

adjectives: ‘risk  taki ng, resul t orie nted, cre ative, pr essurized, st imulating, challe nging, 

enterprising, and dri ving’. The most t ypical outcome in t his cult ure is growth i n sales, 

through the aforementioned characteristics (Berson et al., 2008).  

Bureaucratic dimension: This dimension emphasizes on efficiency, rules, and regulations 

(Berson et al., 2008) and has clear lines of  responsibilit y an d au thority (Kober g and 

Chusmir, 1987).  Org anizations with a hi gh bureauc ratic di mension wi ll hig hlight 

consistency a nd predi ctability thou gh rules,  proc edures, and structures (Berson e t al.,  

2008). The stud y of  Adler and Bor ys (199 6) showed that the c haracteristics of  this 

dimension are formal, specialized, hierarchical, and inflexible. Organizations with a 

bureaucratic dimension can often cause negative reactions from employees (Berson et al., 

2008). 

Supportive dimension: Koberg and Chusmir (1987) showed that the supportive dimension 

is warm, trusting, sociable, friendly, and rel ationship oriented. The organization tends to 

be like a f amily f or their empl oyees. Berson et al. (2008, p. 617) stated that the wor k 

environments of the supportive dimension ‘is characterized b y trust, safety, and an 

encouraging a collaborative atmosphere’. Managers, who work in such social group, create 

an open relationship with their employees. In an organization where the culture can be seen 

as a family, the employees feel committed to the organization. Consequently, employees’ 

obligation goe s f urther than onl y th eir sala ry. F urthermore, the m embers share the  

organizational values and belief through commitment to the organization (Akaah, 1993).  

An orga nization can  describe  an  organiz ational c ulture b y means of  th e 

aforementioned di mensions. Each cultu re ty pe ha s characterist ics f or leading the 

organization and how the employees feel and work. These dimensions highlight distinct 
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forms of  organizations and are address ed in most culture typologies (Berson, Or eg and 

Dvir, 200 8). Th is thes is will c ontinue on t he several t ypes of  orga nizational culture of  

Cameron and Freeman (1991). These types can be illustrated with the Competing Values 

Framework of Quinn and colleagues. 

 

2.1.5. Job Satisfaction 

Job satisfaction is one of the most important and heavily researched areas of inquiry 

in the f ield of industrial -organizational ps ychology. Even tho ugh, it is diff icult to f ind 

consistent job satisfaction definition in the literature (Bonner, Hayes & Pryor, 2010), with 

regard to its meaning there is agreement among scholars (Okpara, 2006). Let’s see some 

of the definitions of job satisfaction hereunder. 

Evans (1997) vi ews job satisf action as a state of  m ind enco mpassing all those  

feelings deter mined b y the ext ent to which the individual p erceives his/her job -related 

needs to be meeting (p. 833). In si milar vein, Schmidt (2007) stated that job satisfaction 

refers the degree of understanding the attractiveness of a given job to an individual. On top 

of this, it is an af fective reaction to a j ob that results from the person’s comparison of the 

actual outcomes with those that are desired, anticipated or deserved (Okpara, 2006).  

Similarly, Saiyadain’s (2007) view of job sa tisfaction, na mely as a n e mployee’s 

end-state of feeling after accomplishing a task. This feeling may lead him/her to have either 

a positive or a ne gative attitude towards the job. Accordingly, Armstrong (2006) defined 

the ter m job sa tisfaction as the attitude s and  f eelings people have about their job s. For 

Armstrong, positi ve o r f avorable attitudes a bout the wo rk and t he work envir onment 

indicate jo b satisf action, and th e inver se, ref erring to negative or u nfavorable attitude s 

towards the work indicate job dissatisfaction. 

Job satisfaction may also refer to the fulfillment acquired by individuals in respect 

of the various  job ac tivities, an d the  rewar ds f or their jo bs an d job -related m atters. 

According to Spector (1997), job satisfaction refers to the  extent to which employees or 
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individuals like or disl ike their jobs and th e various aspect s of  their jobs. F or Spect or 

(1997), job satisfaction can be a diagnostic indicator of how a person is doing in one of the 

major do mains of  his  or he r lif e-role. S pector f urther stated that  the absence of  job  

satisfaction suggests that a problem exists either in the job or in the person, whereas job 

satisfaction is i ndicative of  good wor k-adjustment and  positive wel l-being. Falken burg 

and Schyns (2007) are in agreement with the definition given by Spector, and argue that 

the term job satisfaction is seen as  satisfaction with  dif ferent aspects of the job and the 

work environment/situation.  

Employee job satisfaction refers to the overall attitude and views of teachers toward 

their working conditions and profession (Hongying, 2008). It denotes the extent to which 

teachers are happy with their jobs and the different aspects thereof. The definitions given 

above suggest that the job satisfaction of employees in Ethiopia includes the overall feeling 

they may have ab out their wor k when  the y evaluate their jo b a nd their j ob-related 

experiences or work factors. Work factors include salary and benefits, management, work 

characteristics, and interpersonal relationships.  

 

2.1.6. Job Satisfaction Theories 

Job satisf action has be en the f ocus of  much research in the devel oped countries  

(Papanastasiou & Zembylas, 2006), and has been the topic of interest of researchers and 

practitioners in many fields, including organizational psychology, public administration, 

education, and management (Kim, 2005). These researchers have formulated many generic 

theories, and have attempted to explain job satisfaction in th e workplace. In an ef fort to 

understand the  nature  of job satisfaction, Gr een (200 0) co ncluded that ther e are  three  

theoretical f rameworks of  job satisf action, namely content or ne eds theories, proce ss 

theories, and situational models of job satisfaction. All of these frameworks may be useful 

to a greater or lesser extent to understand the job satisfaction of Ethiopian employees. 
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According to A mos, Pearson, Rist aw, and Ristaw (2008 , p. 175) , the needs or 

content the ories f ocus on the in dividual f actors within  each pe rson that initiat e, guid e, 

sustain, or stop behavior. Needs theorists attempt to stipulate particular needs that must be 

satisfied, or the values that must be attained, for an individual to be satisfied with his or her 

job. P rocess theorists, according to Green (2000), arg ue th at ov erall job  satisf action is 

determined by the in teraction bet ween ex pectancies, v alues, an d needs. The  thir d 

theoretical framework of job satisfaction, the situational models (Durick & Glisson, 1988; 

Glassman, McAfee, & Quarstein, 199 2), assume that the interactio n of variables such as 

job characteristics (e.g., the nature of the work), organizational characteri stics (the 

infrastructure of  the organization, leadershi p, pro motion crite ria, and f acilities), and 

individual characteristics (e.g., sex, age, and education) influence job satisfaction (Hoy & 

Miskel, 1996). According to Glassman, et al. (1992), job satisfaction is determined by two 

factors, namely situational characteristics and situational occurrences.  

Maslow’s Hierarchy of Needs Theories, Abraham Maslow distinguished a theory 

of hum an n eeds ba sed on a hierarc hical model ranging f rom lo wer-order need s at the  

bottom to  higher -order needs at the top  (Ma slow, 195 4, pp.  35 -47). He sug gested t hat 

human needs are arranged in a series of levels, in a hierarchy of importance. Based on this 

hierarchy, Maslo w id entified f ive hu man needs. From the l owest level,  thes e are  

physiological needs, safety and security needs, love needs, esteem needs, and the need for 

self-actualization at the highest level. The principle behind the hierarchy is that unless the 

needs at each level have been satisfied to some extent and until they are met, people find it 

difficult to respond to  higher -order need s (Ste yn, 2002). O nce a  lower -order need is  

satisfied it is no longer a motivator or satisfier (Mullins, 2005, p. 481). It comes to an end 

to motivate e mployees’ behavior, and th ey are satisfied or motivated by the need at the  

next level of the hierarchy.  

Herzberg’s T wo-factor Theory : The Two -factor theor y was  dev eloped b y Herzberg, 

Mausner and Snyderman (19 59) f ollowing an in vestigation i nto the s ource of job 

satisfaction and dissatisfaction and included 200 accountants and engineers from Pittsburg, 

21 
 



America. Applying the critical incident technique, the s tudy’s subjects were asked to tell 

their int erviewers ab out the  ti mes that  the y felt exceptionall y good or bad about their 

present jobs or an y pr evious jobs. The y were also requested to pr ovide reasons and a  

description of the sequence of  events that gave rise to t hat f eeling. The parti cipants’ 

responses were tab ulated and cate gorized. T hese respo nses we re c onsistent across t he 

study, and revealed that there were two sets of factors affecting motivation and work. This 

led to t he Two-factor Theory of motivation and job satisfaction (Herzberg, et al., 1959). 

The first set of factors, if present, caused happy feelings or positive attitudes. These factors, 

overall, w ere tas k-related. The  other  set of f actors, if  absent, caused f eelings of  

unhappiness, bad attitu des, or dissatisf action. These factors, Herzberg claimed, were not  

directly related to the job itself, but to the conditions that surrounded the execution of the 

job (Herzberg, et al., 1959). 

Herzberg (1966) suggested that f actors involved in creating jo b satisfaction were  

separate and d istinct f rom factors that led to job dissatisfaction. According to He rzberg 

(1966), intrinsic factors such as the work itself, achievement in the work, the possibilities 

of personal growt h an d recogniti on, an d bei ng charged  with important respo nsibilities, 

seemed to result from the human ability to personally advance and grow. He called these 

factors motivators, satisfiers or intrinsic factors, and posited that they led to job satisfaction. 

On the other hand, extrinsic factors were those elements that prevented job satisfaction and 

employee growth. The extrinsic f actors such as working conditions, salary, job security, 

and relationships with others are not part of the work,  but they refer to the  environment, 

and prevent job dissa tisfaction. Herzberg ca lls these f actors h ygiene, dis -satisfiers or 

maintenance factors, and proposed that, if  absent, it led to job dissa tisfaction (Herzberg, 

1966).  

Motivators or in trinsic factors:  Motivators or intrinsic (satisf ier) factors are related to  

the actual performance of the work, or th e content of the job. The motivators are internal 

job f actors that urge t he emplo yees t o striv e f or better achieve ments, and lead to jo b 

satisfaction and higher motivation (Balkin, Cardy, & Gomez-Mejia, 2003). They are the 
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factors that influence the perceptions or feelings of employees about themselves and their 

work, and motivate them to work harder or better. Akyeampong and Bennell (2007, p. 4) 

state that “intrinsic motivators such as responsibility, the challenging nature of a job, and 

achievement are motivators that  co me f rom within a  person .” He rzberg’s T wo-factor 

Theory ha s been linked to that  of  Maslow’s  Hierarch y of Needs Theory. T he Theo ry 

suggests that Maslow’s higher-order needs are similar to Herzberg’s satisfier factors, and 

Maslow’s lower-order needs are similar to Herzberg’s hygiene factors (Ellsworth, Hawley, 

& Mau, 2008). According to Herzberg, et al., (1959), motivation factors are internal factors 

that are associated with higher-order needs, and include the opportunity to achieve in the 

job, recognition of accomplishment, challenging work and gro wth options, responsibility 

in the job, and the work itself – if the work is interesting (Amos, et al., 2008). The presence 

of intrinsic factors or motivators lead to job satisfaction, but their absence will not lead to 

job dissatisfaction (Perrachione, et al., 2008, p. 3). Studies in different organizations have 

found that the absenc e of  acceptable intrins ic f actors in the work -place leads to hi gh 

employee attrition rat es. Intrinsic factors are related to high attrition rates in many 

professions, including teaching (Jyoti & Sharma, 2009). Their presence, on the other hand, 

is related to high job satisfaction.  

 

2.1.7. Hygiene or Maintenance Factors 

Hygiene factors are ex trinsic satisfiers that are associated with lower-order needs, 

and include organizational policy and administration, supervision, interpersonal relations 

with peers and supervisors, working conditions, status, job security, and salary (Amos, et 

al., 2008; Bogler, 2001; Ellsworth, et al. , 2008). The extrinsic job characteristics reflect 

outcomes genera ted by performing the  job,  and  are c oncerned with th e con text or 

environment in which the job has to be performed (Furnham, 2005).  

According to Herzberg (1966), extrinsic hygiene factors, which are external to what 

a person  does,  do not contribu te to  job satisfaction when present, but r ather t o job  

dissatisfaction when absent (Perrachione, et al ., 2008). In ot her words, when the h ygiene 
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factors are satisf ied, t hey do not  motivate or lead to s atisfaction; the y onl y prevent 

dissatisfaction (Herzberg, et al., 1959). If, however, appropriate or positive hygiene factors 

are provided, the employees will not be dissatisfied with their jobs, but neither will they be 

motivated and  satisf ied to perform at  their  full potential  (Balki n, et al.,  2003,  p.  60). 

Herzberg, et  al. (19 59) claimed that the hygiene factors are neces sary but not  sufficient 

conditions for the satisfaction of employees.  

As a result, Herzb erg characterized cond itions surro unding the  job  as q uality of 

supervision, pay, company policies, physical working conditions, relations with others, and 

job security, as hygiene factors. Changes in these factors are short-lived, and merely help 

in removing dissatisfaction in the teacher s’ work. The y are no t important in the over all 

satisfaction of the teachers with their work. The theoretical framework for most research 

on job satisfaction can be traced to the pioneering work of Herzberg, et al. (Bogler, 2001; 

Ellsworth, et al., 2008). Herzberg’s Theory is a useful theory of job satisfaction (Mullins, 

2005), but has also been criticized.  

The Expectancy Theory: The Expectancy Theory was first formulated by Vroom (1964) 

(Armstrong, 2006; Mullins, 2005; The Certified Accountant, 2008). This Theory states that 

individuals have dif ferent sets of  goals (outc omes), and ca n be motivated if  the y have  

certain expectations (The Certif ied Accountant, 2008). F rom their p revious experiences, 

employees tend  to develop ex pectations reg arding t he leve l of  th eir job  perf ormance. 

Employees also develop expectations regarding performance-related outcomes. They tend 

to prefer certain outcom es to others. The y then think about what th ey have to do to be  

rewarded, and how much the reward means to them, before they do the job (Aswathappa, 

2005, p. 366).         

Maslow and Herzberg focused on the relationship between needs and the associated 

effort expected to f ulfill them. The Expectancy Theory, on the ot her hand, separ ates the 

effort expected, from the fulfillment of the n eeds. According to the Expectancy Theory, 

effort arises from performance, motivation, and outcomes. The Theory suggests that 

motivation tha t will lead to job satisf action is a f unction o f the pe rceived rela tionship 
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between an i ndividual’s ef fort and perf ormance, and  the  outco mes associat ed with job 

performance (Vroom, 1964). Making a greater effort will improve job performance. A high 

level of performance, in turn, will bring a good reward (outcome). When the three variables 

(effort, performance, and outcome) are high, we expect the motivation and satisfaction to 

be high. However, effort alone will not necessarily lead to a high performance. There are 

other vari ables t hat pr event a great performance, such  as an in dividual’s personality, 

knowledge, skills , abil ities, and  experience, or the su pervisor’s perceptions. Individuals 

who are und er-qualified, or who la ck skills and experience, will n ot be ef fective in their  

performance, simply by making a greater effort, for example. 

Adam’s Equity Theory: The Equity Theory was formulated by Adams (1963, 1965). This 

Theory proposes that  the way individuals are treated at the workplace affects their 

behavior, and the attitude they have towards their work (Okpara, 2006). The basis of the 

Theory in the work co ntext is that people/wo rkers look around and observe what ef fort 

they put into their work, in comparison to others, and what reward follows that effort. Thus, 

individuals make co mparisons between the mselves a nd rele vant others in  ter ms of  the  

outcomes they receive for their efforts, and the inputs they invested into that effort. In other 

words, employees compare their own outco me-to-input to the out come-to-input ratio of 

relevant others (Green, 2000). The Equity Theory is also concerned with the perceptio ns 

of individuals  of  how they are  treated  in c omparison to o thers in the organization. It is  

based on the assumption that individuals are motivated and satisfied by their desire to be 

equitably treated in their work relat ionships (Aswathappa, 2005). According to Kann an 

(2005), w orkers expect justice,  f airness, and  equal tre atment b y t heir e mployers a nd 

immediate supervisors. E mployees want t o be treated f airly. A dams sugg ests tha t 

individuals form perceptions of fair balance by comparing their own situation with that of 

other ‘ref erents’ (ref erence poi nts o r exa mples, or  relevan t ot hers) in t he w orkplace 

(Okpara, 2006). The referent may be a co-worker, relative, neighbor, group of co-workers, 

or other professionals. The individuals compare the inputs they bring to the job in the form 

of skills, traini ng, ed ucation, w ork-experience, ti me, and ef fort wit h the o utcomes the y 
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receive in  the  f orm of pa y, f ringe benef its, statu s, op portunities f or advance ment, 

promotions, prestige, and anything else that the workers desire and receive from an 

organization, as compared to relevant other employees in the organization (Green, 2000). 

Based on Equity Theory, when employees perceive inequity, their behavioral responses to 

their feelings of dissatisfaction may include the following: 

• Changing the effort being put into work (Amos, et al.,  2008; Mullins, 2005; Robbins, 

2009). Changing inputs can be either upward or downward. In the employment context, 

an employee may increase or decrease the level of his or her input through the amount 

or quality of work, absenteeism, or working additional hours without pay, to align this 

with the reference source ratios.  

• Complaining to management about the compensation package, or lodging a grievance 

(Amos, et al., 2008, p. 185).  

• An employee may try to find a new situation  with a more favorable balance throu gh 

absenteeism, req uest f or a transfer, resig ning f rom a job, or f rom the organization 

altogether (Mullins, 2005, p. 496).  

• Changing the obje ct o f com parison (Mul lins, 2005; R obbins, 2009 ). This inv olves 

changing the reference (relevant other) group with whom the comparison is made.  

• Justifying the ine quity by rationalizing the in puts and outputs (Amos et al., 2008, p. 

185).  

• Taking action against other(s) (persuading the referent(s) to take on a greater workload) 

(Amos, et al., 2008, p. 185). 

Locke’s Va lue The ory: Edwin Locke (196 9) developed t his The ory. Locke’s Value 

Theory, also called the Goal-setting Theory, and suggests that employees’ goals help to 

explain motivation, job satisfaction, and performance. The Theory assumes that behavior 

is a result of the individuals’ conscious goals and intentions (Griffin & Moorhead, 2010, 

p. 142). According to Locke, when employees perceive that the goals they set for 

themselves or are set by the managers, are fulfilling and attainable, their commitment and 

productivity will increase. This coul d lead to  job satisf action (Badenhorst, et al., 2 008). 
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Successful attainment of the intended goal creates a pleasurable emotional state (called job 

satisfaction) on the part of  the individua l. Locke (19 69) also  indicated th at jo b 

dissatisfaction is a function of the size of the perceived discrepancy between the intended 

and the actua l performance (Miner, 2005). The non-fulfillment of a goal creates a non-

pleasurable emotional state, called job dissatisfaction. Dif ferent variables af fect the 

attainment of  goal -directed perf ormance. Th ese variables inc lude effort, organizational  

support, individual abilities, and personal traits (Griffin & Moorhead, 2010). In a study of 

goal setting , Hanss on, Hasanen, a nd He llgren (2011 ), indica ted that prov iding 

organizational support (through a supervisor), and letting employees participate in setting 

goals affected job satisfaction positively. Hansson, et al. (2011) also stated that rewarding 

employees for improved performance, giving feedback and recognizing their performance, 

getting support from their managers, and having low levels of goal-conflict and goal-stress 

have been found to be positively related to job satisfaction.  

Latham and Locke (2002) found that, goal-characteristics (difficulty and specificity) 

were related to af fect, and determined the att ainment of  the intende d goals. It was also  

found that s pecific dif ficult goals c onsistently led to higher performance, ra ther than to 

urging people to do their best. In addition, high but attainable goals (rather than easy goals) 

were motivating, because they motivated the individual to attain more in order to be more 

satisfied (Latham & Locke, 2006).  

If individuals f eel that  the y are ab le to g row and meet their j ob challenges by 

pursuing and a ttaining goals t hat are important and meaningful to  them, they develop a  

sense of success in the workplace (Latham & Locke, 2006). This leads to job satisfaction. 

The Goal-setting Theory has high internal and external validities (Latham & Locke, 2006). 

Locke’s Val ue Theor y has suppo rt f rom b oth researcher s and managers (G riffin & 

Moorhead, 2010). It is an ‘open’ theory. New elements are added as new discoveries are 

made (Latham & Locke, 2006, pp. 265-266). However, there are also criticisms against the 

Theory.  
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2.1.8. Dimensions of Job Satisfaction 
According to Lo cke (1 975) and  Specto r (199 7), job satisfaction in volves the  following 

dimensions. 

Work, which is inclusive of intrinsic interests, variety, opportunity for learning and 

chances for success 

Pay, including amount, fairness and equity 

Promotion, inclosing opportunities 

Recognition- including raises for accomplishment and credit for work done. 

Benefits, which include pension, medical annual level and vacation leave. 

Working conditions, such as equipment, ventilation and location 

Supervision, includes supervisory style and influence and human relations 

Coworkers, including competence, helpfulness and friendliness 

Company and management which includes concerns for the employee 

According to M ullins (1999) and Theron  (1999) e motional and behaviora l 

components of  attitudes are als o involved in job satisfaction. They also viewed that the  

following factors are conducive to job satisfaction: 

 Mentally c hallenging work invo lving a f air amount of  variet y f reedom, utili zing 

workers’ skills  and  a bilities and r eceiving feedback on t heir work - Equitable 

rewards, such as pay and promotion policies and practices that workers perceive as 

fair, based on the de mands of  a job. Man y p eople are prepare d to work f or less  

money if their work has other rewards. 

 Working conditions that are conducive to doing the job we ll, including safety and 

comfort, a clean environment and adequate equipment. 

 Working with coworkers and bosses who are friendly and supportive. Supervisors 

who f acilitate job sat isfaction show an inter est in worker s, of fer praise f or good  

performance and listen to workers’ opinions. 

According to O’ Malley (20 00), a satisf ying job has three prop erties: It has 

intrinsically enjoyable features, it provides an opportunity for growth and development, 
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and it makes employees feel effective in the execution of their duties. The following section 

presents the relationship between organizational culture and employees’ job satisfaction. 

 

2.2. Empirical Review 

2.2.1. Types of Organizational Culture 
The f our culture t ypes of the com peting val ues f ramework – Hierarchy, Market,  

Clan, and Adhocracy – are each rooted in a model of organizational theory research. Each 

theoretical f oundation provides the organi zational enviro nment f or the values and 

characteristics of  each  culture to take roo t and beco me pro minently expressed. The 

concepts of each culture type as characterized by a set of six sub-dimensions that highlight 

a specific aspect of culture within the organization and serve as the assessment criteria for 

the OCAI, which is based on the Competing Values Framework. The six sub-dimensions– 

dominant ch aracteristics, organizati onal lea dership, and management of  em ployees, 

organization g lue, stra tegic e mphasis, and c riteria f or success – serve to describe  the 

fundamental manifestations of  culture within an organization. While not co mpletely 

comprehensive, the six sub-dimensions do cover the major components of the culture. The 

dominant charac teristics and organizationa l glue sub -dimensions address the basi c 

assumptions within the organization. Next, the organizational leadership and management 

of employees’ sub-dimensions address interaction patterns within the organization. Finally, 

the strateg ic e mphases and crite ria of  succe ss sub dimensions ad dress orga nizational 

direction. Each sub-dimension serves  as a  lens to view a  slice  of  the culture  with in the  

organization. When compiled together, they create a comprehensive culture profile of the 

whole organization as intended by the OCAI assessment (Cameron and Quinn, 2011). The 

Competing Value  Fra mework t hat was  dev eloped b y Cameron a nd Quinn , (200 6) is 

presented hereunder. 
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Fig 1: The competing values frame work (Cameron and Quinn, 2006, p. 49) 
 

Competing value framework refers to whether an organization has a predominant 

internal or external focus and whether it strives for flexibility and individuality or stability 

and control. The framework is based on six organizational culture dimensions (dominant 

characteristics, ins titutional leader ship, management of e mployees, organizati onal g lue, 

strategic e mphasis, an d criteria of  success)  and f our dom inant culture t ypes ( Clan, 

Adhocracy, Market, and Hierarchy). The detail of each culture type is presented hereunder. 

 

2.2.1.1 Hierarchy Culture 

The Hierarchy culture, characterized by stability and an internal focus, is made up 

of a formal struct ured chain of  comm and and control that e mphasizes cons tancy, 

predictability, and efficiency. The Hierarchy culture type is one of the earliest and most 

widely adopte d organi zational cultur e t ypes, particularly in g overnment entities. I n this  

culture type, there are clear decision makers, rules, and procedures that control and govern 

all aspects of the organization. The classical organizational theory that developed with the 

industrial age of the early 1900s provides the theoretical foundation for this cultural type. 

The f undamentals of this theor y are that  or ganizations will ac t ra tionally in  order t o 
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maximize prod uction through a s ystematic organization wit h labor division and  

specialization (Maslowski, 2001). Research by Taylor (1916) and Gulick (1937) form the 

basis of this theory. Taylor developed a scientific management research method to hone in 

the one best way to perform a particular organizational process. Gulick provided a principle 

based manage ment me thod by int roducing key princ iples for management. In su m, the 

Hierarchy culture focuses on managers maintaining unity and control to meet internal goals 

of production and effectiveness. 

 

2.2.1.2 Market Culture 

The Market cultur e, characterized b y sta bility and an exte rnal f ocus, produces a  

competitive organization that e mphasizes res ults and achie ving goa ls. The organi zation 

functions similar to a market focused on outward transactions with external communities 

that intera ct wi th the  organization, suc h as  suppliers, custo mers, licensees, unions, and 

regulators (Cameron and Quinn, 2011). Stability and control arises through the competitive 

and economic drive to reach targets and grow the number of customers served, rather than 

through rules and specialized functions like a hierarchy. The Market culture type assumes 

that the external environment is hostile and requires the organization to fight and compete 

in order to i mprove its  position and grow. Consequently the organization is  driven by a 

constant push towards increasing productivity and making sure results are met. 

The organizational economics theory, which uses economics to stud y the internal 

structure and systems of an organization,  provides the foundation for the Market culture. 

Introduced by Coase (1937) the organizational economics theory explains that the driving 

force f or the f ormation of  an organiza tion is to int ernalize and r educe the costs of 

participating in the m arket for a given product or s ervice. Specifically, Coase argues that  

organizations form in order to navigate an un certain environment and to reduce the costs 

of transactions associated with delivering products and services to customers. Barney and 

Ouchi (1986), Williamson (1981), Jensen & Meckling (1976), further the use of economic 
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principles to i mprove organizational ef ficiency an d ef fectiveness while still su pporting 

management decisions and control. 

 

2.2.1.3 Clan Culture 

The Clan culture, characterized by a flexible and internal focus, is a collaborative 

culture with a strong commitment to the people of the organization and their development, 

much like an e xtended family. Employees often work in se miautonomous teams and are 

rewarded based on production and goals achieved as a team, not as individuals. Employees 

are encouraged to actively participate in the development of the organization by providing 

their thoughts and input on how to improve production. Managers focus on empowering 

employees and help them development their skills. Facilitating this employee cultivation 

is designed to buil d c ommitment and lo yalty f rom e mployees in order to have a more 

effective overall org anization. Or ganizations need the e nergy, i deas, and skil ls peop le 

provide. People need the career, earnings, and sense of purpose that organizations provide. 

A poor f it between an organization and the i ndividual leads to suf fering for both, but a  

good fit will benefit both. Follett (1926) emphasizes a relationship between leadership and 

employees in which both groups interact as relative equals when responding to a particular 

situation. Mas low (19 43) provides a hierarc hical f ramework f or m aking sense of  the 

complex need s and motivations of  hu mans. McGregor (1 957) pres ents Theor y X an d 

Theory Y as contrasting managerial assumptions of employee motivation, where Theory 

X assumes employees inherently dislike work and the y must be directed or c oerced into 

performing their work duties and Theory Y assumes employees are self-motivated to work 

if the y are c ommitted to the organization a nd its objectives. Ot t, P arkes, an d S impson 

(2008) organize the co ncepts of the hum an resource theory into its most core the mes of 

leadership, motivation, grou ps, work en vironments, po wer a nd inf luence, and  

organizational change. 
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2.2.1.4 Adhocracy Culture  

Finally, the Adhocracy culture, characterized by a flexible and internal focus, makes 

up a creative culture that promotes entrepreneurship, innovation, and unique ways to meet 

challenges and stay on the leading edge. This culture type epitomizes the rapidly changing 

world that requir es a n increasing a mount of creativit y. In this t ype of  organizati on, 

emphasis is p laced on having an eye towards the f uture and being ready for whatever it  

may bring, which requires a lot of time preparing to change to meet the needs of the future. 

To do thi s, the o rganization struc tures it self so that it  can qu ickly change co urses a s 

necessary. With rapid change, standar d procedures and rules beco me less important and  

creativity and innovation become more important. Members of the organization must be 

dynamic and able to produce solutions to new challenges quickly. This culture arises from 

open-systems th eories where t he f ocus i s on an  orga nization’s interac tion a nd 

interdependence with its external environment. Katz and Kahn (1966) frame this theory by 

looking at organizations as a part of a larger system where organizations continuously adapt 

as the environment changes. Thompson (1967) explains that while most organizations are 

in reality open-systems, they operate and plan as closed-systems as a way to shy away from 

the uncertainty of the open system reality. In essence, the open-systems theory centers on 

organizations recognizing the influence of its external environment and how the actions by 

the organization in turn affect its environment. 

 

2.2.3. Factors Affecting Job Satisfaction 

Job satisfaction is gl obal concept w hich is de termined by several factors. Factors 

affecting job satisfaction of employees are elaborated below. 

2.2.3.1. Extrinsic Factors 

Extrinsic job  conditions are external varia bles which are general ly regarded as 

primary sources of job dissatisfaction. These factors include: 
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Salary: -According to Maslow’s hierarchy of needs theory (1943) salary is the basic need 

for employees. Herzberg (1993) bel ieves that  salary belongs to  hygiene factors and can 

prevent job dissatisfaction. It will lead to severe dissatisfaction and ultimately demotivate 

if employees are di ssatisfied with salar y. Sal ary is seen  b y many managers a s a major 

motivators or at least an important factors influencing employees’ job satisfaction. 

Supervision: - Supervision i s the  af filiation betwee n lead ers a nd subor dinates. A  

synergistic supe rvision is an  appr opriate inst rument t o en hance job satisf action. It wi ll 

establish open communication, trust relationships, supervisory feedback and ev aluation. 

Supervisors should ap ply the appropria te strategies with their e mployee’s status and act  

accordingly (Hackman& Oldham 1976; Herzberg 1993). 

Working conditions: Working conditions are relevant to the environment impact, such as 

the space for operating and resting, criticality of the job, the degree of required technology 

and skill; equipment situation and so on. Working conditions are hygiene factors to prevent 

dissatisfaction (Herzbe rg 1993). Lo cke (1976) f inds that working conditions, wh ich are  

compatible with the individual’s physical needs and work goals, are positively associated 

with job satisfaction. 

Interpersonal relationship: - The theories of need such as Maslow (1943) and Herzberg 

(1993) sho w that man are also a soci al ani mal. One of  the most important n eeds is  

belongingness such as love, both giving and receiving. Interpersonal relationship play an 

important role in job satisfaction for two reasons: first, good relationship improves people’s 

interest in  sta ying at work whic h can maintain high job sat isfaction (Herzber g 199 3); 

second, good relationship may lead to positive intervention, which is proved to be the social 

information people rely on to form their attitudes towards jobs. 

 

2.2.3.2    Intrinsic Job Characteristics 

Intrinsic job characteristics are regarded as the core variables as well as motivators 

of job satisfaction. Here we listed the main factors as follow: 
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Achievement 

Achievement is one of main things people want from their jobs. That means people 

can get satisfied when they get success (Herzberg, 1993). 

Feedback 

It is necessary to provide feedback for employees which allow the m to know how 

well they are doing their jobs (Herzberg, 1993). Feedback could be from supervisors, co-

workers and sometimes customers who get s ervices from the organization. The effective 

feedback is specif ic but its f unction is g eneral especially to job satisfaction. Feedback is 

closely related with re spect and reco gnition. Individuals at all level s of  the organization 

want to be  recogni zed f or their achieve ments on the j ob. A study conducted  on job  

satisfaction, stre ss a nd burno ut i n A ustralian specialist anesthet ists shows that poor 

recognition is the major dissatisfying aspects of the job satisfaction. 

Responsibility and Autonomy 

The job characteristic model (JCM) predicts that employees in autonomous or self-

managing works have higher levels of job satisfaction than in traditionally designed jobs. 

High autonomy means that e mployees are  trusted by the managers, and employees will 

trust the managers as well, which makes em ployees be more sat isfied with their  jobs 

(Hackman & Oldham, 1976). 

Personal Development 

According to Herz berg (1993), people rep ort job satisf action w hen the y get 

promoted. In order to maintain and improve job satisfaction, it is very important to have an 

open position to employees. Even if there is no space for promotion, support employees by 

allowing them to pursue further education, which will make them more valuable and more 

fulfilled professionally. If the job gives employees an opportunity to become multi-skilled, 

employees’ job satisfaction would increase. That is to say the more diversity of the job will 

reduce the likel ihood of job dissatisf action. Agho et al.,  (1993) reports that pro motional 

opportunity, th e po tential f or growt h an d self -growth lead to a  jo yful work place and a 

strong sense of accomplishment. 
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Work value 

Employees tend to prefer to jobs that are meaningful, interesting and challenging. 

The higher work value is; the higher job satisfaction will be (Hackman & Oldham, 1976). 

Cooperation with other departments 

This concept is asso ciated with tas k interdependence, the d egree to which the jo b 

has i mpact on t he wo rk of  others. S tudy s how when  other departments rel y on work 

performed by the employee, job satisfaction will be expected; while the employee relies on 

work flows from other departments, it is negatively related to job satisfaction. 

Individual Characteristics 

Research suggests that certain personal or demographic variables have an influence 

on job satisfaction in one way or another. The results of studies on work-related attitudes 

and/or b ehaviors and  job sati sfaction in dicated that  perso nal v ariables inf luence job 

satisfaction. Truly, to  a signif icant extent,  job satisf action is r ooted in indiv iduals’ 

personalities. Here th e researcher intereste d in the basic de mographic characteri stics 

‘which have a likely target been for sources of variation in job satisfaction’. Those 

individual variables associated with job satisfaction are summarized as following: 

Gender 

Today’s work environment is characterized by diverse workforce, with increasingly 

more women entering the labor market. Hence, for organizations to effectively manage this 

diversity to ensure the optimal efficiency and performance of their employees, they need 

to identif y ho w men a nd wo men dif fer in th eir attitud es to  work . The literat ure o n the  

gender-job sa tisfaction relationship i s inconsi stent, some s tudies indicate that males a re 

more satisfied than f emales; others find the converse to be true w ith women being more 

satisfied than m en, w hile others again f ind no diff erence in job satisf action based on 

gender. 

In Loscocco’s (1990) studies of job satisfaction and gender, female employees were 

reported as demonstrating higher levels of job satisf action than  thei r male cou nterparts. 

According to L oscocco’s (1990) f indings, women experie nce higher levels of  job  

satisfaction because t hey val ue rewards t hat are readil y av ailable, for exam ple, 
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relationships with co-workers. These values are in contrast to what men value as they desire 

autonomy and f inancial rewards,  which  are n ot as read ily avai lable, resulting  in lo wer 

levels of job satisfaction. 

This point of view is i n contrast to that of Clark (1997) who made use of a large-

scale British data set t o investigate the relationship between gender and job satisf action. 

He found that women reported significantly higher levels of most kinds of job satisfaction 

than men, even when individual variables such as values, which are important predictors 

of job satisfaction, were controlled. This difference in job s atisfaction is attributed not to 

women describing their jobs as better than men’s jobs but rather to the fact that they have 

lower expectations. It should be noted that this gender differential disappears for younger 

and more highly educated workers, those in professional positions and/or who had mothers 

in professional positions as well as those working in male-dominated work environments. 

Other studies, however, have reported n o significant difference in job satisf action 

among male and female employees. To illustrate this point, in a study conducted by Pors 

(2003) o n Da nish and British  librar y managers, no  sign ificant di fference was f ound 

between males’ and f emales’ l evels of job satisfaction. Ala vi an d Askarip ur’s ( 2003) 

finding in their research of Iranian government personnel was that there was no significant 

difference between the male and female employees. The findings of Long (2005) supported 

the differences between males and females in the perception of their organizational climate. 

 

Job Level 

There are no adequate studies investigating whether job satisfaction increases with 

job level. Although, there were few studies concerning the relationship between job level 

and job satisfaction, there is no agreement on the relationship between the two variables. 

More recent resear ch studies f indings sup ported that there is a  positive relatio nship 

between job level and job satisfaction. Kline and Boyd (1991) postulate that employees at 

the higher levels of  the organization rep ort higher levels of  job satis faction. However , 

research co nducted b y Her man and H ulin ( 1973) f ound tha t ther e were on ly certa in 
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dimensions of  the jo b where higher level e mployees repor ted higher leve ls of  job  

satisfaction. F rances ( 1986), however , f ound that higher -level e mployees rep orted less  

satisfaction than lower level employees. 

 

Tenure 

It is postulated that length of service in a job may be an indication of employees’ 

levels of job satisfaction (Oshagbemi, 2000). The rationale is simply that those employees 

who are  less  satisf ied with the ir job s are  lik ely to resign, where as e mployees w ho are  

satisfied with their jo bs will re main in thes e positions. Thi s is consistent with st udies 

indicating a negative relationship between job satisfaction and turnover and job satisfaction 

and absenteeism, thereby indicating a h igher average level of satisfaction by employees 

with longer t enure in a  particular org anization. Oshagbemi (2000) conducted a study of  

university teachers in the UK, focusing on length of  service in their present universit y as 

well as length of  service in higher education as a whole. He f ound a positive correlatio n 

between overa ll job s atisfaction and tenure  am ong teacher s who  rem ained with their 

present univer sity. When considerin g overall  job satisf action and t enure f or t eachers in 

higher education as a whole, job satisf action scores are similar f or the first two decades, 

with progressive increases over t he next two decades. T he conclusion that can  be dra wn 

from this study is that job satisfaction and tenure have a positive relationship. In a study 

conducted in South Africa, Josias (2005) found an inverse relationship between tenure and 

job satisfaction, which with inconsisten t to the above f indings. He found that e mployees 

who had been with the organization for a long time were less satisfied than employees who 

had been with it for only a short period. 

Possible reasons for the various f indings in st udies on tenure and jo b satisfaction 

could be linked to employees’ career stage, organizational hierarchy and acculturation. As 

employees reach the end of their careers, they have achieved their professional goals and 

start to disengage as they prepare for retirement and f ocus on personal rather than work 

goals. As  perso nal g oals become more important to these ind ividuals, professional 
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achievements and rec ognition be comes le ss signif icant. Moder n organization s are 

characterized by flat structures that present few opportunities for managerial advancement. 

 

2.2.4.   The Relationship between Organizational Culture and Job Satisfaction 

Organizational culture  has a signif icant impact on several ke y organizational 

variables s uch as  e mployee sati sfaction, e mployee perf ormance, t urnover an d so  f orth 

(Cameron & Freeman, 1991).  Furthermore, in the body of literature there are e vidences 

that assure the impact of organizational culture on individual attitudes and behaviors (Lund, 

2003; MacIntosh & Doherty, 2010; Schein, 1985). One of these main individual attitudes 

and behav iors is  job  satisf action wh ich was sho wn to  be di rectly i mpacted b y 

organizational culture (MacIntosh & Doherty, 2010). Employee job satisfaction is one of 

the most wi dely s tudied concep ts in  the  or ganizational beha vior field, as it has been 

identified as a  ke y job attitud e relate d to  t he qualit y of the working con text i n an y 

organization. It has been linked to important organizational variables, such as productivity, 

absenteeism, and turnover (Sempane, Riger, & Roodt, 2002).  

Previous re search h as shown tha t organi zational culture does ha ve an i mpact on 

several key organizational variables (Cameron and Freeman, 1991). Peters and Waterman 

(2004) exto lled the virtues of  organizati onal culture i n enhan cing organiz ational 

performance. Many other studies reported a profound impact of organizational culture on 

organizational perf ormance and  ef fectiveness (Ca meron a nd Q uinn, 20 11; De al and  

Kennedy, 2000; Frost, Moore, Louis, Lundberg, and Martin, 1985; Schein, 1985).  

Goodman e t al. (20 01) conducte d a stud y that investi gated o n the i mpact of 

organizational culture on the qualit y of work life. They found out that hierarchy cultures 

are negatively associated with job satisfaction and organizational commitment while clan 

cultures are po sitively associated wit h job s atisfaction and organiz ational co mmitment. 

Lund (2003) adopted the Competing Value Framework to explore the relationship between 

the four culture types and job satisfaction. The findings indicated that there i s a p ositive 

relationship between clan (emphasizing flexibility and internal orientation) and adhocracy 
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(focusing on innovation and adaptability) cultures. On the other hand, job satisfaction had 

a negative relati onship with hierarch y (e mphasizing contr ol and ef ficiency) and market 

(focusing on goal achievement and outperforming competitors) cultures. Using a different 

yet c losely si milar model to  the  Co mpeting Value  Fra mework, San and  Ki m (20 09) 

conducted a st udy of  the i mpact of  organizat ional culture t ypes on job satisf action and  

turnover intention among hospital nurses in Korea. The results showed that job satisfaction 

was positively correlated with clan and market cultures, while the influence of adhocracy 

and hierarchy cultures was not statistically significant. 
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2.3.    Conceptual Framework of the study 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: The Researcher 

From t he above one c an s ee t hat e ach type organizational c ulture affects employees’ job 

satisfaction i.e. 

Clan Culture: a ve ry p leasant pl ace t o work where pe ople share a l ot o f t hemselves and 

commitment is high. 

Hierarchy Culture: the existence of structure, procedures, efficiency and predictability. 

Adhocracy Culture: the existence of a dynamic, entrepreneurial, and creative place to work. 

Market Culture: the existence of result-oriented, production, goals and targets and competition. 

  

 

 

 

 

 

Employee 
Job 

Satisfaction 

Clan Culture 

Adhocracy Culture 

Hierarchy Culture 

Market Culture 

41 
 



CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

This chapter deals with description of  the study area,  research design, types and  

sources of data, study population and sample design, data collection methods,  data analysis 

& presenta tion, validity and reliability test  and ethical  consideration. The de tail of  each 

issue are presented hereunder. 

3.1. Description of the Study Area 

 As s tated i n t he s cope of  t he s tudy, the s tudy ar ea co vers Ministry o f S cience an d 

Technology has offices in Addis Ababa.   

 The Ministry office is located around main Post Office, behind Lycee Guebre-Mariam in 

Addis Ababa, Ethiopia.  

 
3.2. Research Design 

The curren t stu dy e mployed a mixed method desig n. Mi xed-methods rese arch 

enables the r esearchers to capitali ze on t he strength s, and to  minimize ei ther the  

weaknesses of quantitative and qua litative m ethods. A s outline d b y Johnson an d 

Christensen (2008, p. 21), “The researchers can use the strengths of one method (e.g., the 

quantitative method) to overcome the weaknesses of the other method (e.g., the qualitative 

method), or vice versa, when using both methods in a single study.” 

In strengthening this assumption, Leech and Onwuegbuzie (2009, p. 267) indicate, 

“In mixed -methods re search, the researc her uses qualitati ve resear ch m ethods f or one 

phase of the research, followed by quantitative methods for the second phase of the study, 

or vice  versa. ” Th e tw o phase s are  con ducted seque ntially. Ho wever, the y can also  be  

conducted concurrently. For the curr ent study that examines the effect of  organizational 

culture on employees’ job sa tisfaction in  Ministry of S cience and Techn ology, the  

quantitative phase is followed by a qualitative phase. The reason for this is to gain an in-

depth understanding of the quantitative results. McMillan and Schumacher (2010, p. 401) 

identified this as a sequential explanatory mixed-methods design. The primary emphasis 
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was on the quantitative paradigm (this is because there are more research questions dealing 

with quantitati ve data ), with a secondar y emphasis on the qual itative paradig m to  

investigate the relationship between organizational culture and employees job satisfaction 

in Ministry of Science and Technology.  

 

3.3. Types and Sources of Data 
This study employed both primary and secondary sources of data. The researcher 

obtained primary sources of data from the responses of experts, support staffs, and other 

employees who were working i n Mini stry o f S cience and Tech nology. The s econdary 

sources were obtained from rules and regulations pertaining to employees’ management, 

employee turnover, and promotion. 

 

3.4. Study Population and Sample Design 
The total workforce in Ministry of Science and Technology are 170 in Addis Ababa.  

From the  total  workforce of  170 in  the Ministry, the researcher excluded 50 employees 

from being the participants to this study as they have less than two years experiences in 

MoST. The reaso n f or the exclu sion wa s they might not k now the culture  of  the 

organization within the short period of time.  

Only 120 employees were selected by using purposeful sampling technique. As the 

purpose of this stud y was to exa mine the eff ects of organizational culture on jo b 

satisfaction, it requires the understanding of employees about their organizational culture 

and the levels of their job satisfaction by staying more years in the MoST. 

 

3.5. Data Collection Methods  
In an attempt to collect data, the researcher employed two standardized 

questionnaires that  measures org anizational culture an d e mployee’s job sa tisfaction, 

interview and document analysis. 
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3.5.1. Questionnaires 

This stud y employed standardized que stionnaires f or both organizational culture  

through Organizational Culture A ssessment Instru ment (OCAI) and job sati sfaction 

through Job Satisfaction Survey (JSS) as questionnaire has many advantages. In relation to 

this, Cohen et al. (2007, p. 158) argue that questionnaires encourage the respondents to be 

honest sin ce the y a re answered a nonymously, and th ey are more econo mical than 

interviews. M oreover, it has th e abilit y to so licit inf ormation f rom several respond ents 

within short period of time (Johnson & Christensen, 2008). The scaled items, according to 

McMillan and S chumacher (2010), allow th e respondents to choose.  The details of  each 

standardized instruments presented hereunder. 

The OCAI Instrument 

A standardized questionnaire OCAI which was developed by Cameron and Quinn 

(1999) will be employed in this study. The OCAI is an instrument that allows diagnosing 

the dominant culture of an organizat ion based on the four culture types. The purpose of 

OCAI i s to  measure six dimensions of  organ izational culture  (dominant characteristics, 

institutional leade rship, management of  e mployees, organiz ational glue,  strategi c 

emphasis, and  criteria  of  success).  Each  o rganizational cult ure dimension has  f our 

alternatives i.e. clan, adhocracy, market and hierarchy cultures. In each dimension, the first 

alternative depicts clan  culture, the se cond al ternative shows the ad hocracy cultu re, the 

third alternative indicates market culture and finally the fourth alternative shows hierarchy 

culture. Based on th e rated mean values to ea ch alternative, the researcher analyzed the 

data. For example, if the first alternative of a given dimension is the highest mean value, 

the researcher said that clan culture is dominant to that specific dimension.  
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Job Satisfaction Instrument 

As there is no single accepted definition of job satisfaction, and no widely accepted 

theory t o explain it, th ere is no consensus o n the best wa y to measure job satisf action 

(Spector, 1997). The most widely cited survey instruments found in the literature include 

the Job Satisfaction Survey (JSS), the Job Descriptive Index (JDI), Job Diagnostic Survey 

(JDS), and the Minnesota Satisfaction Questionnaire (MSQ). In current study, to measure 

employees’ job  satisf action, jo b satisf action surve y which was  d eveloped by S pector 

(1985) w as ad opted. Spector ( 1985) devel oped Job  Sati sfaction S urvey to measure 

employees’ attitudes towards nine aspects of their jobs (pay, promotion, supervision, fringe 

benefits, contingent re wards, operati ng condi tions, co -workers, nat ure of  the work and  

communication) using a Liker t-type rating s cale f ormat. The  instr ument measures nine  

facets of job satisfaction as well as overall satisfaction. Since this study aims to measure 

global job satisfaction without referring to any specific facets, a global version of JSS was 

used with a summated rating scale format ranging from strongly disagree (1) to strongly 

agree (5). Internal consistency reliability coefficients for the JSS was reported to be as high 

as 0.91 for the total scale (Spector, 1997). The choice of the JSS was motivated by previous 

studies that have considered it as one of the most widely used instruments to measure job 

satisfaction (Spector, 1997). 

 

3.5.2. Interviews  

Face to face interview method is preferred due to its flexibility and ability to provide 

new ideas  on th e sub ject. More over, it  ena bles to o btain i n-depth inf ormation ab out 

participants' thought, beliefs, knowledge, reasoning, motivation, and feeling about the issue 

under study (Johnson & Christensen, 2008).  

In order to get detail information from the informants about the relationship between 

organizational culture and employees’ job satisfaction, the researcher conducted in-depth 

interview with five experts from the top position who have been working for many years 

in the Ministry by using purposive sampling technique. They were selected as they are the 
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individual who facilitate the realization of Ministry’s goal; the researcher assumes that they 

have necessary information on organizat ional cultures and e mployees job satisf action. It 

also ena bles t he res earcher to  obser ve no n-verbal co mmunication (Cohen,  Ma nion, & 

Morrison, 2007). I nterviewing pr ocesses was not  supported b y audio equip ment as 

respondents re jected it . To that end, the researcher took detailed notes. For the  sake  of  

clarity, the researcher conducted all interviews in Amharic because the researcher believes 

that respondents express their ideas b etter in Amharic than English. All interviews were 

conducted in the ir of fices. The average durat ion of  the inte rview was 40 minutes. The  

interviews were conducted in between April 20-April 30, 2017. 

 

3.5.3. Document Analysis 

Current study also asked the documents pertaining to the rules and regulations that 

govern the e mployees in the Ministr y. In the Ministr y, there wa s no unique polic y tha t 

governs responsibilities and accountabilities. Human Resource expert gave the researcher 

Federal Negarit Ga zeta of  the Federal Democratic Republic of  Ethiopia No 15 that was 

published in 2007. In addition, the researcher asked HR expert to the trends of employee 

turnover and promotion rates. Nevertheless, as per expert the y did not any document that 

shows trends of turnover and promotion rate. The expert told the researcher that in 2016 

43 emplo yees lef t the organization an d in 2017 there were 25 e mployees lef t the sam e 

organization.  

Procedure of Data Collection 
Before distributing the questionnaire and conducting an interview, the researcher 

asked the Department of Human Resource Management of School of Commerce to write 

cooperation and recognition letters to the Ministry of Science and Technology. Then, the 

researcher made contact with Ministry to get necessary data and letters of permission and 

recognition.  
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Secondly, prior to distributing the questionnaire and enter directly to the process of 

data collection, necessary clarification of the research objectives of the study made to target 

group of the study by researcher. The questionnaires were distributed for respondents in 

their working ground. 

With regard to interview, the researcher made contact to th e participants to obtain 

their permission to participate in the interview and the researcher conducted interview in 

their offices.  

 

3.6. Validity and Reliability Test 

 

The OCAI’s reliability and validit y was checked by most scholars in the area and 

taken as standardized questionnaire for the organization culture study. Reliability of the 

instrument (i.e., th e extent to whi ch the i nstrument measures culture types consistently), 

has been tested by Quinn and Spreitzer (1991) with 796 executives from eighty-six 

different public utility firms. Cronbach alpha coefficients, a reliability statistic type, were 

computed f or each cu lture t ype. The  coef ficients wer e .74  f or Clan cultur e, .79  f or 

Adhocracy c ulture, .7 3 f or Hierarch y cultur e, and .71 f or Market  culture. The r esults 

indicate that respondents tended to rate their organization’s culture consistently across the 

various que stions o n t he instru ment (Ca meron & Quinn , 2011). C ameron and Free man 

(1991) demonstrate the OCAI instrument measured the four types of organizational culture 

in a study of 334 institutions of higher education, with 12 – 24 individuals responding from 

each institution for a total of 3,406 individuals participated. Validity of the instrument was 

determined by matching the do main of  effectiveness in whic h the o rganization excelled 

and the type of decision-making, structure and strategy employed. Although the researcher 

employed stand ardized quest ionnaires, as  c ontext varies f rom co untry t o co untry the 

researcher was forced to pre-test. In current study, respondents were asked to indicate the 

extent to w hich they agreed with e ach statement using a f ive point Likert scale ranging 

from Strongly Disagree (1) to Strongly Agree (5). 

47 
 



In addition, variou s scholars have used OCAI as an instru ment to see the 

relationship or i mpact of  organizational cult ure (t ype) on e mployees’ job satisf action. 

Among those scholars, (Fatima, 2016; Gull & Azam, 2012; Zhang & Li, 2013) are some 

of them. 

 It is arg ued that  the J SS is o ne of  the f ew instruments available to measure job  

satisfaction that hav e shown high relia bility and high validit y as w ell (Van Saane et al., 

2003). Mor eover, th e JSS has  shown to have high relia bility an d validit y in a stud y 

conducted in KSA (Al-Dossary et al., 2012).  

Even though JSS is widely used, it was important to test the survey questionnaire in 

order to ensure its compatibility to Ethiopian context. The questionnaires of both OCAI  

and JSS were pilot te sted in Ministry of Science and Technology. To tha t end, 10 

employees were participated and t hey incl uded in the a ctual st udy. The res ult was 

calculated by Cronbach Alpha and all the organizational dimensions and job satisfaction 

scale were more than 0.70 (Yalew, 2011).  The detail of  reliability statistics is presented 

hereunder. 

 

Table 3.1: Reliability Statistics of OCAI and JSS 

Dimensions of organizational 

culture 

No of  participants  

in pilot test 

Reliability statistics No of items 

Dominant characteristics  10 .794 4 

Institutional leadership 10 .849 4 

Management of employees 10 .761 4 

Organizational glue 10 .725 4 

Strategic emphasis 10 .856 4 

Criteria of success 10 .868 4 

Job Satisfaction Survey 10 .895 5 

 

In general the researcher selected OCAI and JSS standardized instruments because 

of their wide applicati on in every part of the globe. For instan ce, Ali Shurbagi & Zah ari 
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(2012) assessed the relation between organizational culture and job satisfaction in National 

Oil Coo peration of  Li bya. The  author  measured orga nizational cu lture thro ugh OCAI 

which was developed by Cameron and Quinn (1999) and job satisfaction through JSS that 

was developed by Spector (1985). On top of  this, Aldhuwaihi (2013) conducted research 

in partial fulfillment for the degree of Doctor of Business Administration and entitled with 

“The Inf luence of  Organizational Cultur e on Job Satisf action, Organizati onal 

Commitment, and Turnover Intention: A study on the Banking Sectors in the Kingdom of 

Saudi Arabia”. H ere again, the author use d OCAI to measure organizational culture and 

JSS to measure employees’ job satisfaction. Based on this, the researcher selected OCAI 

and JSS instruments for data collection. 

 

3.6. Data Analysis and Presentation  
The researcher applied both descriptive statistics (e.g., frequency, percentage, mean, and 

standard deviation) and inferential statistics (e.g., Spearman rho correlation Co-efficient) 

based on the basic questions stated and on the nature of the data collected. Consequently, 

the researcher analyzed the collected data as follows: 

Initially, the researcher checked and coded the data gathered through questionnaires 

enter the coded data to SPSS (Statistical Package for the Social Sciences) 20 version. The 

characteristics of respondents were analyzed by using frequency and percentages. 

The Sp earman rho  cor relation Co-efficient was used to  anal yze the  relation ship 

between organizational culture and employees’ job satisfaction at alpha level 0.05, as the 

data meet sp earman rho assumptions. There are  two  assumptions for applying the 

Spearman rho cor relation coef ficient: 1) your two variables shou ld be m easured on an  

ordinal, interval, or rat io scale. Thus, the curr ent study utilized Likert scale, which is an 

ordinal; and 2) there needs a monotonic relationship between two variables and the 

researcher checked through plotting the graph (Blaikie, 2003; Cohen, Manion, & Morrison, 

2007). Finally, the researcher reported the qualitative data collected through interviews in 

the form of narrative description to complement the quantitative findings. 
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Multiple regression analysis was made to see the ef fects of organizational cultu re 

on employees’ job satisfaction. In order to a pply multiple regression analysis one has to 

examine certain assumptions. The researcher checked the following assumptions. (1) you 

have two or more inde pendent variables that can be either continuo us (i.e. an interval or  

ratio variables) or categorical (i.e. an ord inal or nominal). In the current study there were 

four independent variables (Clan, Adh ocracy, Market, and Hierarc hy cultures) that were  

measured on categorical (ordinal). (2) there needs to be a linear relationship between (a) 

the dependent variable and each of your independent variables, and (b) the dependent and 

independent variab les collectively. This  assu mption w as chec ked t hrough sc atter pl ots 

using SPSS sta tistics. Finally, (3 ) there sho uld be no signif icant outliers. This was also  

checked through scatter plot using statistics.  

 

3.7. Ethical Considerations 

Efforts were made to make the research process professional and ethical. To this end, the 

researcher tried to clearly inform to the resp ondents about the p urpose of  the stud y i.e. 

purely for academic. In addition to this, the y were informed that their participation in the  

study was based on their consen ts. The  rese archer also  did not  personalize a ny of  the  

response of  the res pondents dur ing data presentations, anal ysis, and interpret ation. 

Furthermore, all the materials that were used for this research were duly acknowledged. In 

addition to t his, the r esearcher told the res pondents th e existen ce of  anon ymity and  

confidentiality. 
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CHAPTER FOUR 
DATA PRESENTATION, ANALYSIS, AND INTERPRETATION 

 

This chapter deals with the presentati on, a nalysis, and interpretation of  data 

collected through questionnaire, interview, and document analysis. The data obtained from 

questionnaire, interview, and document analysis were analyzed and interpreted. 

 

4.1. Characteristics of Respondents 

 Description of the characteristics of respondents, give some basic information about 

the sample involved in the study. Therefore, figure 2, 3, and 3 were constructed to show 

the gener al f eatures o f responde nts on sex,  levels  of  educati on a nd wor k exp erience 

respectively. 

Figure 2: Characteristics of Respondents by Sex 

 
Source: Field Survey 

The above f igure depicts the sex of  respondents. Accordingly, 54 (66.7%) of  the 

respondents were males whereas the re maining 27 (33.3 %) of  the responden ts were  

females. From this, one can inf er that gender  disparity was also p revalent in Mi nistry of 

Science and Technology. 
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Figure 3: Characteristics of Respondents by Levels of Education 

 
Source: Field Survey 

 

Figure 3 above show s that 10 (12.3%) of  t he respon dents had C ertificates, 15 

(18.5%) of them were Diploma holders, 43(53.1%) of the respondents were BA holders, 

10(12.3%) of them were MA holders and the remaining 3(3.7%) of them were PhD holders. 

From thi s, one  can inf er that th e respondents who par ticipated in t his stud y were f rom 

different levels of education i.e. diversity of employees.  

 

Figure 4: Characteristics of Respondents by Work Experience 

 
Source: Field Survey 
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As it can be seen from above figure, 40(49.4%) of the respondents have served for 

2-5 years, 18(22.2%) of the respondents hav e served f or 6 -10 years, and the re maining 

23(28.4) of the respondents have served more than 10 years. From this, one can infer that 

the service years of  the respondents he lp the m to tal k about their culture because t he 

researcher believes that staying at least in a given organization might help the individual 

to know organizational culture and act in that way.  

 

4.2. Analysis and Interpretation of Results on the relationship between the two 

Variables 

The results were in terpreted b y using th e means and stan dard dev iations of  the  

culture and job sati sfaction dimensions, then comparing the cla n, adhocracy, market and 

hierarchy dimensions of culture and analyzing the dimensions of job satisfaction. 

 

4.2.1. Descriptive Analysis of Organizational Culture Dimensions 

Before changing  or a dapting t he exi sting c ulture, or ganizational leaders should 

assess their culture in the first place. Culture grows overtime and one must analyze it before 

applying to ach ieve o rganizational goals. M anaging organizational culture in the 21st 

century requires proper care as cultures like characteristics of individuals take a long time 

to develop  and ch ange in most cases . In o rder to ach ieve org anizational g oals, the 

organization should change the old cu lture by building a new one. In addition, an 

organization consi sts o f sub groups wh ose pe rceptions, beliefs, values and assumptions 

have great influence on performance, relationships, motivations, change efforts, decision 

making proce ss, and u ltimately on t he ef fectiveness and su ccess of  their organizati on. 

Therefore, identification of cultural patterns and dimensions and how they are perceived, 

desired by groups in  the organiza tion undoubtedly would enable to  grow, e xcel in  core  

areas and survi ve. Based on this f act, this stu dy tried to asse ss the c ultural profile of the 

MoST. Data gathered for the study were analyzed using the Cameron and Quinn instrument 

scoring system in which the four ending statement in every beginnings represent the four 

cultural types, the clan, the adhocracy, the market and the hierarchy. Participants allocated 
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1,2,3,4, or 5  to each  of  the 24 en dings. By using descriptive statistics the average 

perspective in terms of mean score was obtained and described as follows. 

 

Table 4.1: Descriptive Statistics of the Dominant Characteristics of Organizational Culture 
 

No Dominant Characteristics n Mean Standard 

dev. 

1 The organization is a very personal place. It is like an extended 
family. People seem to share a lot of themselves. 

81 3.81 1.141 

2 The o rganization i s a v ery d ynamic en trepreneurial p lace. 
People are willing to stick their necks out and take risks. 

81 3.89 .949 

3 The or ganization i s ve ry results or iented. A  major concern i s 
with g etting t he j ob do ne. P eople a re v ery c ompetitive a nd 
achievement oriented. 

81 3.80 .993 

4 The or ganization i s a  v ery controlled a nd s tructured pl ace. 
Formal procedures generally govern what people do. 

81 2.83 1.223 

 

As indicated in Table 4.1 above, the researcher asked respondents about the mix of 

dominant char acteristics that the y believe was present in MoST. To that end , the 

respondents’ rated A dhocracy cultu re t ype was highest with a mean score of  3.89 and  

standard deviation of .949. This means that dominant characteristics of the organizati on 

dimension reported are the  existence of  d ynamic, en trepreneurial, and creat ive place to 

work. The trait of clan culture type was second with 3.81 mean score i.e. organization is a 

pleasant place to work where people share a lot of themselves and commitment is high. 

Market culture (3. 80) and hierarchy culture (2.83) were reporte d by respondents as th ird 

and fourth culture types respectively.  
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Table 4.2: Descriptive Statistics of the Institutional Leadership of Organizational Culture 
No Institutional Leadership n Mean Standard dev. 

1 The leadership in the organization is generally considered 
to exemplify mentoring, facilitating, or nurturing. 

81 4.05 .850 

2 The leadership in the organization is generally considered 
to exemplify entrepreneurship, innovating, or risk taking. 

81 4.23 .779 

3 The leadership in the organization is generally considered 
to exemplify a no-nonsense, aggressive, results-oriented 
focus. 

81 4.19 .792 

4 The leadership in the organization is generally considered 
to exemplify coordinating, organizing, or smooth-running 
efficiency. 

81 3.95 .986 

 

 

As it can be seen from Table 4.2 above, the OCAI assessment tool asked participants 

about the mix of institutional leadership traits. Institutional leadership dimension focuses 

leadership styles in the organization. The respondents rated Adhocracy culture type was 

highest mean score of 4.23. This implies that  the existe nce of dynamic, entrepreneurial, 

and creative place to work. On the other hand, respondents rated market culture and clan 

culture (very pleasant place to work) the second and third respectively in the dimension. 

Finally, the r espondents rated hierarchy culture as f ourth i.e. when compared with other 

culture types, even  though the difference a mong mean score of culture types were 

insignificant, there were less ex istence of  structure, proce dure, ef ficiency, and  

predictability. 
 

Table 4.3: Descriptive Statistics of the Management of Employees of Organizational Culture 
No Management of Employees n Mean Standard dev. 

1 The management style in the organization is characterized 
by teamwork, consensus, and participation. 

81 4.05 .835 

2 The management style in the organization is characterized 
by individual risk-taking, innovation, freedom, and 
uniqueness. 

81 3.88 .914 

3 The management style in the organization is characterized 
by hard driving competitiveness, high demands, and 
achievement. 

81 3.77 .912 

4 The management style in the organization is characterized 
by security of employment, conformity, predictability, 
and stability in relationships. 

81 3.74 .985 

55 
 



As depicted in Table 4.3 above, the OCAI assessment survey that asked respondents 

about the management of employees in MoST. The employee management characteristics 

of clan cultu re we re characterized b y teamwork, con sensus, and  p articipation was  th e 

highest with a mean score of 4.05. The adhocracy culture that is characterized by individual 

risk-taking, innovation, freedom, and uniqueness was the second with a mean score of 3.88. 

Market culture that is  characterized by hard driving competitiveness, high de mands, and 

achievement was rated as the third with the mean score of 3.77. Finally, hierarchy culture 

that is characterized by security of employment, conformity, predictability, and stability in 

relationships was rated as the fourth with mean score of 3.74 in the sub-dimension.  

 

Table 4.4: Descriptive Statistics of the Organizational Glue of Organizational Culture 
No Organizational Glue n Mean Standard 

deviation 

1 The glue that holds the organization together is loyalty and 
mutual trust. Commitment to this organization runs high. 

81 3.73 .922 

2 The glue that holds the organization together is commitment 
to innovation a nd de velopment. T here i s a n emphasis on 
being on the cutting edge. 

81 4.06 .827 

3 The glue that holds the organization together is the emphasis 
on ach ievement and goal a ccomplishment. A ggressiveness 
and winning are common themes. 

81 3.74 .891 

4 The glue that holds the organization together is formal rules 
and pol icies. Maintaining a smooth-running or ganization i s 
important. 

81 3.23 1.217 

 
As indica ted in  Table 4.4 above, in dicates that the survey questions that asked 

respondents about t he glue that  binds the organization toget her. The respo ndents rated 

adhocracy culture type the highest in the sub-dimension of organizational glue with mean 

score of 4.06. This culture type holds the organization together is loyalty and mutual trust. 

The respondents rated market culture as second dominant with mean score of 3.74. Market 

culture ho lds th e org anization t ogether is the e mphasis o n achi evement a nd goa l 

accomplishment. Aggressiveness and winning are common themes. They rated clan culture 

as third culture type in the dimension with mean score of 3.73. This culture type holds the 
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organization together is loyalty and mutual trust. Commitment to th is organization runs  

high. Finally, hierarchy culture was rated as fourth in organizational glue dimension with 

mean score of 3.23. Hierarchy culture holds the organization together is formal rules and 

policies. Maintaining a smooth-running organization is important.  

Table 4.5: Descriptive Statistics of the Strategic Emphasis of Organizational Culture 
No Strategic Emphasis N Mean Standard 

deviation 

1 The or ganization e mphasizes hum an de velopment. H igh 
trust, openness, and participation persist. 

81 3.95 1.011 

2 The organization e mphasizes a cquiring ne w r esources a nd 
creating new challenges. Trying new things and prospecting 
for opportunities are valued. 

81 4.04 .766 

3 The or ganization e mphasizes c ompetitive a ctions a nd 
achievement. H itting s tretch t argets and winning i n t he 
marketplace are dominant. 

81 3.93 .959 

4 The o rganization em phasizes p ermanence an d s tability. 
Efficiency, control and smooth operations are important. 

81 3.91 .809 

 

Table 4.5 above depicts the strategic emphasis of organization. Respondents were 

asked to r ate about strategic emphasis. To that end, res pondents rated adhocracy culture 

with the  highe st mean score of 4.04. A dhocracy cul ture e mphasizes on  e mphasizes 

acquiring new resources and creating new challenges. Trying new things and prospecting 

for opportunities  are v alued. The  respo ndents rated cl an cul ture as  second in the  sub -

dimension of strategic emphasis with mean score of 3.95. Clan culture emphasizes human 

development. High trust, openness, and participation persist. Market culture (emphasizes 

competitive actions and achievement) and hierarchy culture (emphasizes permanence and 

stability) was rated 3rd and 4th respectively. 
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Table 4.6: Descriptive Statistics of the Criteria of Success of Organizational Culture 
No Criteria of Success n Mean Standard 

deviation 

1 The or ganization de fines s uccess on t he ba sis of  t he 
development of  hum an r esources, t eamwork, e mployee 
commitment, and concern for people. 

81 3.88 .941 

2 The organization defines success on t he basis of  having the 
most uni que or  ne west pr oducts. It i s a  pr oduct l eader a nd 
innovator. 

81 3.89 .822 

3 The organization defines success on t he basis of winning in 
the marketplace and outpacing the competition. Competitive 
market leadership is key. 

81 3.85 .896 

4 The organization defines success on the basis o f efficiency. 
Dependable de livery, smooth s cheduling a nd l ow-cost 
production are critical. 

81 3.73 .895 

 

As indica ted in  Table  4.6 above, res pondents were a sked t o rate  about suc cess 

criteria of  organization. Accordingly, respondents rated adhoc racy culture was rated t he 

highest with mean score of 3.89. Adhocracy culture defines success on the basis of having 

the most unique or newest products. It is a product leader and innovator. Clan culture was 

rated as second in the dimension with mean value of 3.88.Clan culture defines success on 

the basis of the development of human resources, teamwork, employee commitment, and 

concern f or pe ople. Market c ulture (def ines succes s on  the  bas is of  winnin g in  the  

marketplace and o utpacing the c ompetition) rated as th ird in  the di mension with mean 

value of 3.85. Finally, hierarchy culture was rated as the fourth in the dimension with mean 

value of  3.73. Hierarchy culture def ines success on  the  basis  of  ef ficiency. Dependable 

delivery, smooth scheduling and low-cost production are critical. 
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In order t o cross check the data,  the res earcher interviewed three experts and t wo 

directors about their u nderstanding of organizational culture. According to interv iewees’ 

organizational culture is the wa y of managing employees, the ways of cooperating each  

other and so forth. One of the respondents stated the following: 

Organization work c ulture is the existing organizational value s, beliefs and  
assumptions that help the organization to achieve the goals of the organization. I n 
addition, the wa y we do activities, th e wa y we motivate e mployees, the wa y we 
recognize the employees, the way we lead all define organizational culture. 
 

 

Furthermore, the int erviewees were aske d about when do  they int roduce their  

organizational culture to the new co mers. They stated th at the y o ften off er induction  

courses when new entrants were recruited. One of the interviewees said the following: 

Induction training provided to all new employee intensively outside the organization 
in Debre-Zeith management institute.  Directors from each department provide the 
intense induction which includes organization culture, values,  and expectation. In 
addition, how things will be done, how they obey laws and regulations.  
 
 

4.3. Levels of Job Satisfaction in Ministry of Science and Technology 
 

In order to assess the  overall job satisf action, the researcher use d general job 

satisfaction surv ey t hat was  develo ped by Spector (1997). In this  standar dized 

questionnaire is not to measure the facet of job satisfaction rather the overall satisfaction. 

To that end, 5 major standardized questions were presented to the respondents here is their 

responses. 
 

Table 4.7: Respondents’ Rating on Level of Job Satisfaction in MoST 

No Item Mean Standard Deviation 

1 I definitely like my job 4.48 .868 

2 I like my job better than the average workers do 4.16 .928 

3 Most days, I am enthusiastic about my job 4.27 .837 

4 I find real enjoyment in my job 4.21 .958 

5 I feel fairly well satisfied with my job 4.01 .994 

Source: Field Survey 
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From Table 4.7 above, respondents were asked to rate whether they definitely like 

their jobs. Respondents were replied that the y were in agreement with the item. The item 

has mean score of 4.48 and standard deviation of .868. 

From item 2 of Table 4.7 above, respondents were asked to rate whether they like 

their jobs  better than the average workers do . Respondents were in  agreement with the 

item. The item has mean score of 4.18 and standard deviation of .928. 

As indicated in item 3 of Table 4.7 above, respondents were asked to rate whether 

most of  the da ys they are enthusiastic about their jobs. Res pondents were in agree ment 

with the item. The item has mean score of 4.27 and standard deviation of .958. 

In item 4 of  Table 8 above, respondents were asked to rate whether they find out 

real enjoyment in their jobs. Respondents were in agreement with the item. The item has 

mean score of 4.21 and standard deviation of .958. 

Finally, item 5 of Table 8 above, respondents were asked to rate whether they feel 

fairly well satisfied with their jobs. Respondents were in agreement with the item. The item 

has mean score of 4.01 and standard deviation of .994. From above analysis of levels of 

job satisfaction one ca n infer that there was high level of  job satisf action in Ministry of 

Science an d Techn ology. In th e anal ysis of  organizati onal cu lture t ypes s uch as  clan,  

adhocracy, market and hierarchy, adhocracy culture was the do minant in MoST and this  

might leads employees’ high  overall job satis faction. This f inding should be  in  caution 

because in this researc h the researcher assess ed the levels of  overall job satisf action with 

five items only. If someone measures job satisfaction with nine dimensions (facets of job 

satisfaction) the result might be opposite to this finding (low level of job satisfaction).  

 

In order to check the reliability of data, the researcher interviewed five experts and 

directors on how they rate the levels of employee job satisfaction. They said that employees 

in their organization are satisfied. The researcher asked the subsequent question, how do 

you know? One of the interviewees stated as follows: 
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The reasons to say they are satisfied is the way the employees perform, the way they 
support each other, the way they initiate themselves to contribute to their level best, 
the way they stay long after working hours a nd come over the weekends to do. In 
addition to this, we often ask our e mployees about their jobs and they tell us their 
satisfaction. Neverthel ess, e mployees in our Ministry tell us their dissatisfaction 
with the amount of salary. 
 
From the  intervi ew an d quantita tive res ponses one ca n inf er that t he Minis try i s 

encouraging employees with different forms reward like giving education opportunity both 

in the countr y and a broad. Though e mployees were dissatisf ied with their salar y that is  

extrinsic satisfaction, they were satisfied with their achievement and recognition. 

 

4.4. Correlational Analysis 
The relationship between independent variables and dependent variable was sought. 

That is the relation between clan, adhocracy, market, and hierarchy and job satisfaction. In 

order to determine the  relation among sub-dimensions of  organizational culture and job 

satisfaction, the researcher Cohn’s (1988) classification of the strength of relationship. The 

following table depicts this classification. 

Figure 5: Correlational Strength Determination 

Correlation strength  Positive values Negative values 
Small  r=0.10 to 0.29 r = -.10 to -.29 
Medium  r=.30 to .49 r= -.30 to -.49 
Large  r=.50 to 1.0 r= -.50 to -1.0 

Source: Cohn 1988 
 

The range of possible correlation coefficient values is form -1 to +1. A correlation 

value with out a sign i ndicates th at the relationship is  positi ve, wh ereas, negat ive sig n 

indicates negative rela tionship. A p ositive re lationship means when  scores increase (or  

decreases) in one var iable, they increase (or decrease) in the other variable-thus, scores  

change in the sa me di rection. A negati ve rel ationship means the s cores change in the  

opposite direction. Having the  above ideas  in mind, the relation between organizational 

culture dimensions and job satisfaction is analyzed hereunder. 
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Table 4.8: Relationship between Organizational Culture and Overall Job Satisfaction 
Correlations 

 clan adhocracy market hierarchy Job Sat. 

Spearman'

s rho 

Clan 

Correlation 

Coefficient 
1.000 .855** .831** .582** .378** 

Sig. (1-tailed) . .000 .000 .000 .000 

N 81 81 81 81 81 

Adhocracy 

Correlation 

Coefficient 
.855** 1.000 .877** .652** .495** 

Sig. (1-tailed) .000 . .000 .000 .000 

N 81 81 81 81 81 

Market 

Correlation 

Coefficient 
.831** .877** 1.000 .727** .516** 

Sig. (1-tailed) .000 .000 . .000 .000 

N 81 81 81 81 81 

Hierarchy 

Correlation 

Coefficient 
.582** .652** .727** 1.000 .418** 

Sig. (1-tailed) .000 .000 .000 . .000 

N 81 81 81 81 81 

Job Sat. 

Correlation 

Coefficient 
.378** .495** .516** .418** 1.000 

Sig. (1-tailed) .000 .000 .000 .000 . 

N 81 81 81 81 81 

**. Correlation is significant at the 0.01 level (1-tailed). 
 

As indica ted in  T able 4.8 above, a  spearman rho  correlation was  conducted to 

evaluate the relationship between orga nizational culture dimensions and job satisf action. 

To that  end,  job satisfaction ha s po sitive rel ationship betwee n cla n culture,  adh ocracy 

culture, market culture and hierarchy culture and their correlation is statistically significant. 

Specifically, c lan cultu re and job satisf action have moderate rela tionship with (r=3.78). 
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The do minant cultu re (adhocracy) in  MoS T and job  sati sfaction ha ve medium strengt h 

which approached to large (r=4.95). Market culture and job satisfaction have large strength 

relationship with (r=.516). In addition, hierarchy culture and job satisfaction have medium 

strength of relationship with (r=.418). 

 

Table 4.9: Re lationship b etween overall organizational cult ure and overall j ob 

Satisfaction. 

Correlations 
 Overall Job 

Satisfaction 
Overall 
culture 

Spearman's 
rho 

Job 
Satisfaction 

Correlation Coefficient 1.000 .386** 
Sig. (1-tailed) . .000 
N 81 81 

Overall 
culture 

Correlation Coefficient .386** 1.000 
Sig. (1-tailed) .000 . 
N 81 81 

**. Correlation is significant at the 0.01 level (1-tailed). 
 

As indicated in Table 4.9 above, the relationship between organizational culture and 

employee’s job satisfaction have positive and moderate strength of relationship with 

(r=.386). This finding resonates with other scholars’ finding (for e.g., Field and Abelson, 

1982; Hel lriegel a nd S locum, 19 74; Meron, 2014; Mo hamed, S hurbagi, Zahar i, 2012 ). 

They f ound out th ere was positive rela tionship between orga nizational culture and jo b 

satisfaction. 

Experts were interviewed whether there is relationship with organizational culture 

and employee job satisfaction. The interviewees believe that the two variables have 

relationship. One of the interviewee said the following:  

I strongly believe that culture and satisfaction has li nk. For instance, for a person  
who creates new technology we have to give him some kind of reward. The reward 
is not necessaril y money. It might be recognition certif icate. If not,  we are 
discouraging those employees not to create new innovations again. 
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Similarly, an other exp ert stressed on the i mportance of  organizati onal culture in  

increasing the levels of employee job satisfaction. He further expressed in the following 

way. 

In order to achieve the goals of the Ministry, leaders should apply different culture 
types becau se ever y culture t ype has its  ow n contribut ion to the s uccess of  the 
Ministry. For instance, if we do not create the environ ment of trust and openness  
between the organization and employees or among the employees it is dif ficult to 
bring job satisfaction which in turn leads to low commitment and low performance 
of the employees. 
 
From the abo ve excerpts and interview result one can f airly infer that the experts  

have good understanding about the importance of organizational culture on employees’ job 

satisfaction. 

4.5. Regression Analysis on Culture Types and Employees Overall Job Satisfaction 
Under this analysis, clan culture, adhocracy culture, market culture, and hierarchy 

culture effects on employees overall job satisfaction were analyzed. 

 

Table 4.10: Regression Analysis on Culture and Job Satisfaction 

 
Model Summary    

Model R R 
Square 

Adjusted R 
Square 

Std. Error of 
the Estimate 

df F Sig 

1 .544a .296 .259 .63984 4 
76 

8.003 .000 

a. Predictors: (Constant), clan, adhocracy, hierarchy, 
market  

             

A multiple r egression was run to p redict employees’ jo b satisf action f rom clan  

culture, adhocra cy culture, market cult ure, and hierarch y cultu re. These variables  

statistically predicted employees’ job satisfaction, F (4, 76 ) = 8.003, p<.0005, R2= .296. 

All four variables added statisticall y to th e prediction p<.05. This finding resonates with 

others scholars finding (e.g., Aldhuwaihi, 2013) found out that organizational culture ha d 

effect on employees’ job satisfaction). 
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From the above f inding, clan culture, ad hocracy culture, market culture, and 

hierarchy culture showed signif icant exp lanation on e mployees’ job  satisf action with  R  

Square 29.6%. Fro m t his, one can see that 71.4% of  unexplained  f actors, which were 

uncovered by this study, contribute to employees’ overall j ob satisfaction in Min istry of 

Science and Technology.  

 

4.6. The R elationship b etween Employees’ Backgro und C haracteristics a nd J ob 
Satisfaction 

It is worthwhile to see the relation between employees’ background characteristics 

such as sex, e ducational qualif ication, and w ork experiences. To th at end the f ollowing 

Table 12shows their relationships. 

 

Correlation between Sex and Job Satisfaction 

Although the relationship between gender and job satisfaction has been investigated 

extensively, t he result s of  m any of  the studies so f ar have been  f ound inconsistent,  

contradictory, and  f ar f rom unan imous. Some of  the researche s sa y women are more 

satisfied with their job than their male counterparts (Bogler, 2001; Kim, 2005; Koustelios, 

2001; Ladebo, 2005). On the other hand, other researchers said that men are more satisfied 

with their job than women (Ellsworth, et al., 2008; Mertler, 2002). 

 

Table 4.11: The Relationship between Sex and Job Satisfaction 

Mann-Whitney Test 

 

Ranks 

 Gender N Mean 

Rank 

Sum of 

Ranks 

Jobsatisfaction 

Male 54 38.35 2071.00 

Female 27 46.30 1250.00 

Total 81   

Test Statisticsa 

 Jobsatisfaction 

Mann-Whitney U 586.000 

Wilcoxon W 2071.000 

Z -1.441 

Asymp. Sig. (2-tailed) .150 

a. Grouping Variable: Gender 
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A Mann -Whitney U test was conducte d to evaluate the h ypothesis that of  m ale 

group w ould higher  on job  satisf action, o n the average, than  f emale gr oup on jo b 

satisfaction. The results of the test were, z = -1.441, p > .05.Job satisfaction with females 

had an average rank of 46.30, while males had average rank of 38.35. Therefore, one can 

infer that there is no statistically significant relationship between sex and employees' job 

satisfaction. In other words, being a male or being a female does not lead to job satisfaction 

in MoST. 

 

Correlation between Respondents Qualification and Job Satisfaction 

With regard t o educat ion level and job sati sfaction, a nu mber of  researcher s 

indicated that job satisfaction decreases as the education level increases. Glenn and others 

(in Hickson & O shagbemi, 1999:537) indicate that education has a negative impact on 

job satisfaction. They concluded that the most educated employees are the least satisfied 

because of the gap that  existed between the employees’ expectations and the realit ies of 

professional work. 

 

Table 4.12: The Relationship between Qualification and Job Satisfaction 
 

Correlations 
 Job 

satisfaction 
Level of 

Education 

Spearman's 
rho 

Job 
satisfaction 

Correlation Coefficient 1.000 -.096 
Sig. (2-tailed) . .393 

N 81 81 

Level of 
Education 

Correlation Coefficient -.096 1.000 
Sig. (2-tailed) .393 . 

N 81 81 
 

A Spearman's rank-order correlation was run to determine the relationship between 

Respondents qu alification and employees’ job satisf action. As  a result, th ere wa s no  

statistically significant correlation between respondents' qualification and employees’ job 
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satisfaction. From this one can infer that having PhD or having first Degree does not lead 

to emplo yees jo b sati sfaction rather there are unexplaine d f actors that lead to job  

satisfaction. 

 

Correlation between Experience and Job Satisfaction 

The relationship between the employees’ work experience and their job satisfaction 

is, however, not clear. Some researchers (eg., Mertler, 2002) indicated that satisfaction was 

high for early career employees, decreasing at the midpoint of their careers, and rebounding 

again towards the end of their careers. A different relationship was found in other studies. 

Akiri and Ogborugbo (2009:54) indica ted that work experience and job satisfaction are 

negatively related - an increase in employees’ experience was f ollowed by a decrease in 

job satisfaction. 
 

Table 14: The Relationship between Experience and Job Satisfaction 
 

Correlations 
 Job 

satisfaction 
Work 

Experience 

Spearman'
s rho 

Job satisfaction 
Correlation Coefficient 1.000 -.017 
Sig. (2-tailed) . .879 
N 81 81 

Work 
Experience 

Correlation Coefficient -.017 1.000 
Sig. (2-tailed) .879 . 
N 81 81 

 
A Spearman's rank-order correlation was run to determine the relationship between 

employees wo rk exper ience and employees’ job satisf action. As a result, there was no  

statistically s ignificant correlation bet ween respondents' experience and employees’ job 

satisfaction. 
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Chapter Summary  

This chapter presents the results centered on five research questions. Survey data provided 

helpful information in determining the degree  of the relationship bet ween organizational 

culture and employees' job satisfaction. Additional inferential statistics such as spearman 

rho, Mann Whitney test and multiple regression provided insight to gauge the de gree of 

differences in the relationship betwee n organizational culture (ind ependent variable) and 

employees’ job satisfaction that is dependent variable. Next, Chapter five (final chapter) 

presents an overview of  the study and a  summary of  f indings, c onclusions and  

recommendations for future studies is also discussed in detail. 
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CHAPTER FIVE 
SUMMARY OF MAJOR FINDINGS, CONCLUSIONS, AND 

RECOMMENDATIONS 
 

This chapter deals with of  summar y of  m ajor f indings, con clusions, an d 

recommendations.  

 

5.1. Summary of Major Findings 

As it was stated in chapter one, the purpose of this study was to examine the effects 

of organizational  cultu re on job s atisfaction i n Minis try of  Sci ence and Tech nology. A 

mixed method approa ch was  employed. This stud y was guide d b y the f ollowing bas ic 

questions: 

1. What is the existing dominant culture of Ministry of Science and Technology? 

2. What is the level of job satisfaction in Ministry of Science and Technology? 

3. What is the relationship between the organizational culture and job satisfaction? 

4. What is the ef fect of perception about organizational culture on job satisfaction in 

Ministry of Science and Technology? 

5. What is the relationship between employees’ background characteristics and overall 

job satisfaction?  

Current study included 120 samples in the stu dy (115 for questionnaires and 5 for 

an interview). The  re searcher i nterviewed 3 experts and 2 direc tors to get  in -depth 

information and t o substantiate the data obtained through questionnaire. Quest ionnaires 

were distributed for 115 respondents. Nevertheless, 81 questionnaires were correctly filled 

and returned to the researcher with response rate of 70.43 %. Yet, 16 questionnaires were 

not returned to the r esearcher and 18 qu estionnaires w ere incorrectly f ield b y the  

respondents. With res pect to suf ficiency of  response rate, Babbie (1990) sugge sts that  

response rate of 50% is adequate, 60% is good, and 70% or above is very good. Therefore, 

as per Babbie the response rate in this research was very good.  

69 
 



 

After the investigation, this study came up with the following major findings:  

 Out of overall respondents, 54 (66.7%) were males and the remaining 27 (33.3%) 

of them were females. Coming to their qualification, 62 (75.3%) of the respondents 

have f irst degree , 17 (21%) of  the r espondents have  second  degre e whereas, 3  

(3.7%) of respondents have third degree. With regard to respondents experience, 40 

(49.4%) of the respo ndents were ser ved for 2-5 years, 18 ( 22.2%) of respondents 

were served for 6-10 years and the remaining 23(28.4%) of respondents were served 

for more than 10 years.  

 Current stu dy f ound out that adh ocracy c ulture that is  charact erized b y the 

prevalence of  d ynamic, entrepreneu rial, and  creative wor k place t o work is th e 

dominant existing culture in the Ministry of Science and Technology. This culture 

type was rated the first in five sub-dimensions of organizational culture. 

 Another i mportant f inding was  that the lev els of  overall jo b sati sfaction in  the 

Ministry of Science and Technology was high. The average mean value for the job 

satisfaction surveys was 4.22. 

 Coming to the rela tionship betw een orga nizational cult ure an d overall job 

satisfaction, they have positive and moderate strength of relationship with (r=.386). 

 All clan culture, adhocracy culture, market culture, and hierarchy culture showed 

significant explanation on employees’ job satisfaction with R Square 29.6%. From 

this, one can see that 71.4% of unexplained factors, which were uncovered by this 

study, contribute to overall job satisfaction in Ministry of Science and Technology. 

 Finally, the stud y found out that there was n o relationship bet ween respondents’  

background charact eristics (sex , educa tional qualif ication, a nd wo rk experie nce) 

and employees’ overall job satisfaction. 
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5.2. Conclusions 

In this study, the effect organizational culture on job satisfaction was examined. To 

that end, the study reached the following conclusions: 

In the Ministry of Science and Technology, adhocracy culture was dominant culture 

type. Adhocracy culture domination is expressed by a very dynamic entrepreneurial place. 

People are willing to stick their necks out and take risks. The leadership in the organization 

is generall y cons idered to exe mplify entre preneurship, in novating, or risk tak ing. The 

management st yle in  the organization is  characterized b y in dividual risk -taking, 

innovation, f reedom, a nd uniquenes s. The gl ue that holds the orga nization toget her is  

commitment to innovation and development. There is an emphasis on being on the cutting 

edge. The organization emphasizes acquiring new resources and creating new challenges. 

Trying new things and prospecting for opportunities are valued. The organization defines 

success on the basis of having the most unique or newest products. It is a product leader 

and innovator . From this, one can f airly c onclude that the M inistry of  S cience and  

Technology had focused on new in novation, risk taking a nd uniqueness of performance. 

Such effort is in light with the goals of the Ministry i.e. innovating new ideas and 

technologies that can contribute for the development of the nation. 

From the a nalysis of the levels of  overall j ob satisf action, the e mployees’ of 

Ministry of Science and Technology was highly satisfied with their jobs. This might be due 

to a wide application of adhocracy culture in the Ministry. In fact, if people are encouraged 

to create new ideas, te chnology, risk tak ing and if such e fforts are supported by rewards 

and recognition in turn leads to job satisfaction. Nevertheless, the job satisfaction in MoST 

should be considered in caution as curre nt research examined the overall satisfaction by 

general assessment tools. The result might be different when job sati sfaction is measured 

by 9 dimensions of job satisfaction. 

Based on the results of a spearman rho correlation, there was positive and moderate 

relationship between organizational culture and employees’ job satisfaction. In addition, 

all organi zational cul ture t ypes h ave pos itive relati onship wit h job s atisfaction. 

Furthermore, b ased o n the results of  regress ion anal ysis, 29.6% o f job satisf action is 
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explained b y orga nizational culture.  On the  other hand, backgrou nd characteristic s of  

employees’ have no relationship with job satisfaction. 

 

5.3. Recommendations 
 

According to the finding and conclusion made, the following are recommendations 

are offered so as to  strength and help the MoST to improve the organizational culture in 

order to maintain the job satisfaction. 

• Even though data reveals that there were higher employees’ overall job satisfactions in 

the Minist ry of  Scienc e and Tech nology when measured b y o verall job sati sfaction 

survey, the leaders of  the Ministr y should review job satisfaction f rom time to ti me. 

This is  becau se job s atisfaction might lead s to e mployees’ commitment and high 

performance that can enhance the achievement of Ministry’s goal. 

• This stu dy rev ealed t hat there  was positive and moderate relati onship b etween 

organizational culture and overall job satisfaction. Again as organizational culture types 

(clan, adhocracy, market, and hierarchy culture) have effect on overall job satisfaction 

about 30%. Therefore, to maintain job satisfaction, the leaders of MoST should apply 

all organizational culture types whenever they are necessary and urgent.  

• Future research that investigates the effect of organizational culture on job satisfaction 

in dif ferent organizati on is ver y important in order t o cross  check  the f indings. I n 

addition, such  t ypes o f research acro ss d ifferent regi ons are al so v ery important to  

generalize the f inding to the whole pop ulations. On top of  this, f uture research is  

necessary to measure the effects of culture o n job satisfaction facets (9 di mension of 

job satisfaction).  
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Appendix A 

Addis Ababa University 

School of Commerce 

Human Resource Management 

Questionnaire to be filled by employees of the Ministry of Science and Technology 

Dear Respondent: 

This questionnaire is designed to get the relevant information for the current study. 

The objective of the study is to assess the relationship between organizational culture and 

employees’ job satisfaction in Ministry of Science and Technology. This study is only for 

academic pur pose i.e.  f or the require ment of  second degree i n Hu man Re source 

Management. Hence, your responses wil l be kept conf idential. The soundness and the  

validity of  the f indings highl y depend on your genuine r esponses. Theref ore, I kindl y 

request you to fill the questionnaire carefully and back to me as much as possible with in 

three days. 

Thank you in advance! 
 

 

General Directions 

1. No need of writing your name 

2. Please put a tick (√) mark in the box for your answer and for the number of your 

choice for the alternatives given. 

3. If you require further clarification or details, please contact me with the following 

address:Email:elizamulu@gmail.com 

 
 
 
 
 
 
 

 
  



 
Part I. Information about Demographic Data 

 
1. Sex         A. Male                                         B. Female 

2. Educational Qualification     A.  Certificate            B. Diploma             C. BA/BSC                 

D. MA/MSC               E. PhD                F. If any, Please specify ____________________ 

3. Year of service in the organization 

A. 2-5 years            B. 6-10 years            C. Above 10 years             

Part II. Diagnosing Institutional Culture in your Organization 

This part of the questionnaire consists of items taken from the Organizational Culture Assessment 
Instrument ( OCAI). T he m ain pur pose of  t he i nstrument i s t o a ssess s ix ke y di mensions o f 
institutional c ulture in  your o rganization i.e. d ominant c haracteristics, in stitutional le adership, 
management of employee, organizational glue, strategic emphasis, criteria of success. Judge how 
frequently e ach s tatement f its th e in stitutional culture i n your or ganization. Use t he f ollowing 
rating scale, and put “√” mark for each rating. 1: Strongly Disagree, 2: Disagree, 3:Undecided, 4: 
Agree and 5: Strongly Agree 

1 Dominant Characteristics 1 2 3 4 5 
1.1 The organization is a very personal place. It is like an extended family. 

People seem to share a lot of themselves. 
     

1.2 The organization is a very dynamic entrepreneurial place. People are 
willing to stick their necks out and take risks. 

     

1.3 The organization is very results oriented. A major concern is with 
getting the job done. People are very competitive and achievement 
oriented. 

     

1.4 The organization is a very controlled and structured place. Formal 
procedures generally govern what people do. 

     

2 Institutional Leadership 1 2 3 4 5 
2.1 The leadership in the organization is generally considered to exemplify 

mentoring, facilitating, or nurturing. 
     

2.2 The leadership in the organization is generally considered to exemplify 
entrepreneurship, innovating, or risk taking. 

     

2.3 The leadership in the organization is generally considered to exemplify 
a no-nonsense, aggressive, results-oriented focus. 

     

2.4 The leadership in the organization is generally considered to exemplify 
coordinating, organizing, or smooth-running efficiency. 

     

3 Management of Employees 1 2 3 4 5 
3.1 The management style in the organization is characterized by 

teamwork, consensus, and participation. 
     

 
  



3.2 The management style in the organization is characterized by 
individual risk-taking, innovation, freedom, and uniqueness. 

     

3.3 The management style in the organization is characterized by hard 
driving competitiveness, high demands, and achievement. 

     

3.4 The management style in the organization is characterized by security 
of employment, conformity, predictability, and stability in 
relationships. 

     

4 Organizational Glue 1 2 3 4 5 
4.1 The glue that holds the organization together is loyalty and mutual 

trust. Commitment to this organization runs high. 
     

4.2 The glue that holds the organization together is commitment to 
innovation and development. There is an emphasis on being on the 
cutting edge. 

     

4.3 The glue that holds the organization together is the emphasis on 
achievement and goal accomplishment. Aggressiveness and winning 
are common themes. 

     

4.4 The glue that holds the organization together is formal rules and 
policies. Maintaining a smooth-running organization is important. 

     

5 Strategic Emphasis 1 2 3 4 5 
5.1 The organization emphasizes human development. High trust, 

openness, and participation persist. 
     

5.2 The organization emphasizes acquiring new resources and creating new 
challenges. Trying new things and prospecting for opportunities are 
valued. 

     

5.3 The organization emphasizes competitive actions and achievement. 
Hitting stretch targets and winning in the marketplace are dominant. 

     

5.4 The organization emphasizes permanence and stability. Efficiency, 
control and smooth operations are important. 

     

6 Criteria of Success 1 2 3 4 5 
6.1 The organization defines success on the basis of the development of 

human resources, teamwork, employee commitment, and concern for 
people. 

     

6.2 The organization defines success on the basis of having the most 
unique or newest products. It is a product leader and innovator. 

     

6.3 The organization defines success on the basis of winning in the 
marketplace and outpacing the competition. Competitive market 
leadership is key. 

     

6.4 The organization defines success on the basis of efficiency. 
Dependable delivery, smooth scheduling and low-cost production are 
critical. 

     

 

 

 

 
  



 

Part III Job Satisfaction Survey which is developed by Spector (1985) 

For each of the following statements below, please tell us how you feel about your present job, 

what things are you satisfied with and what things you are not satisfied with. Please indicate a (√) 

mark the extent to  which you believe each item is  true with respect to  your job. 1 = S trongly 

Disagree 2 = Disagree 3 = Undecided 4 = Agree 5 = Strongly Agree  

 

No Item 1 2 3 4 5 
1 I definitely like my job      
2 I like my job better than the average workers do      
3 Most days, I am enthusiastic about my job      
4 I find real enjoyment in my job      
5 I feel fairly well satisfied with my job      

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
  



Appendix B 
Addis Ababa University 

School of Commerce 

Human Resource Management 

Interview with management and Employee Representatives  

I. Personal Information 

Sex: ___________ 

Age:___________ 

Position:_______________________________ 

Experience:____________________________ 

Qualification: ___________________________ 

II. Questions 
 

1. What do you understand about organizational culture? 

2. How often do you introduce your organizational culture to new employees? 

3. How do you explain the existing organizational culture with respect to the dominant 

characteristics, instit utional leadersh ip, management of  emplo yee, organizational 

glue, strategic emphasis, and criteria of success of organizational culture?  

4. How do you perceive the relationship between organizational culture and employee 

job satisfaction? Why? 

5.  Do you believe these cultural di mensions ar e part of  the existing culture of  the  

organization? How? 

6. Do you think the employees understand the existing organizational culture? How?  

7. How do you rate the l evel of employee’s job satisfaction in relation with existin g 

culture satisfied/dissatisfied?  

8. What are your reasons to say employees are satisfied or not? 

 
  



Appendix C 
Reliability 
 
 
[DataSet1] C:\Users\user\AppData\Local\Temp\My research SPSS.sav 
 

 
 
Scale: ALL VARIABLES 
 
 

Case Processing Summary 

 N % 

Cases 

Valid 10 100.0 

Excludeda 0 0.0 

Total 10 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

 
 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.794 4 

 
 

 

 

 

 

 

 

 
  



Appendix D 
Reliability 
 
 
 
[DataSet1] C:\Users\user\AppData\Local\Temp\My research SPSS.sav 
 

 
 
Scale: ALL VARIABLES 
 
 
 

Case Processing Summary 

 N % 

Cases 

Valid 10 100.0 

Excludeda 0 0.0 

Total 10 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

 
 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.849 4 

 
 

 

 

 

 

 

 
  



Appendix E 
Reliability 
 
 
 
[DataSet1] C:\Users\user\AppData\Local\Temp\My research SPSS.sav 
 

 
 
Scale: ALL VARIABLES 
 
 
 

Case Processing Summary 

 N % 

Cases 

Valid 10 100.0 

Excludeda 0 0.0 

Total 10 100.0 

a. List wise deletion based on all variables in the 

procedure. 

 
 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.761 4 

 
 

 

 

 

 

 

 
  



Appendix F 
Reliability 
 
 
 
[DataSet1] C:\Users\user\AppData\Local\Temp\My research SPSS.sav 
 

 
 
Scale: ALL VARIABLES 
 
 
 

Case Processing Summary 

 N % 

Cases 

Valid 10 100.0 

Excludeda 0 0.0 

Total 10 100.0 

a. List wise deletion based on all variables in the 

procedure. 

 
 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.725 4 

 
 

 

 

 

 

 

 
  



Appendix G 
Reliability 
 
 
 
[DataSet1] C:\Users\user\AppData\Local\Temp\My research SPSS.sav 
 

 
 
Scale: ALL VARIABLES 
 
 
 

Case Processing Summary 

 N % 

Cases 

Valid 10 100.0 

Excludeda 0 0.0 

Total 10 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

 
 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.856 4 

 
 

 

 

 

 

 

 
  



Appendix H 
Reliability 
 
 
 
[DataSet1] C:\Users\user\AppData\Local\Temp\My research SPSS.sav 
 

 
 
Scale: ALL VARIABLES 
 
 
 

Case Processing Summary 

 N % 

Cases 

Valid 10 100.0 

Excludeda 0 0.0 

Total 10 100.0 

a. List wise deletion based on all variables in the 

procedure. 

 
 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.868 5 

 
 

 

 

 

 

 
  



Appendix I 
Reliability 
 
 
 
[DataSet1] C:\Users\user\AppData\Local\Temp\My research SPSS.sav 
 

 
 
Scale: ALL VARIABLES 
 
 
 

Case Processing Summary 

 N % 

Cases 

Valid 10 100.0 

Excludeda 0 0.0 

Total 10 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

 
 

Reliability Statistics 

Cronbach's 

Alpha 

N of Items 

.885 4 
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