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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 chapter deals with background of the study, statement of the problem,
objectives of the study, significance of the study, 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 organizational culture has increased in the late 1980’s and early
1990’s when US companies failed to compete with their Japan counterpart in terms of
organizational effectiveness (Ojo, 2010). An organizational success or failure is largely
dependent up on the given organizational culture (Sawner, 2000). It is frequently held
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 attitudes (Cameron & Quinn, 2011). In addition to this, various studies have
shown the influence of organizational culture on job satisfaction and organizational
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, Ohavy & Sanders, 1990). This culture shows the direction how
members of an organization perform their duties and how they are 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, strategy, and control of an organization (Hofstede, 1998). Cameron &
Freeman (1991) identified four different types of cultures: clan, adhocracy, hierarchy, and
market. Every organization can and does have different aspects that identify their type of

culture (Lund, 2003). In addition, organizational culture is a set of value system that can

1



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 (Deshpande & Webster, 1989). Those employees who understand
organizational culture well will have greater job satisfaction (Li, 2013).

Much of the organizational literatures have focused on the link between
organizational culture and organizational outcomes (Hartnell, Ou, & Kinicki, 2011).
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, market performance and organizational commitment (e.g., Hartnell et al., 2011;
Lukas, Mohr, & Meterko, 2009; Meterko, Mohr, & Young, 2004). Although the existing
researches present evidence of the impact of organizational culture 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 focus on implementation of the already 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 satisfaction will pay off through the employee performances
(Sempane, Riger & Roodt, 2002). The study of Silverthorne (2004) showed that
organizational culture can play an important role for the level of employee job satisfaction.
Moreover, job satisfaction can be linked to organizational culture because employees

whose individual values are closely matched to those of the organization (as exemplified



by the organization’s culture) have been shown to exhibit greater satisfaction from their
jobs (Aydin & Ceylan, 2009). Nevertheless, according to Lund (2003), relatively fewer
studies have investigated on the relationship between organizational culture and job
satisfaction. Indeed, numerous studies have shown that employee job satisfaction is
differentially affected by the various cultural archetypes (Bellou, 2010; Ying & Ahmad,
2009).

Sometimes culture may be a liability and its dysfunctional aspect should not be
ignored. If not managed properly, then it will have an effect on the organization’s
effectiveness because from an employee stand point culture is valuable as it reduces risk
(Robbins, 1989). But still the key to both job satisfaction and job performance are the
managers, the supervisors 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 & Margy, 2004). In order to increase employee’s job satisfaction
there by organizational effectiveness, managers should understand the impact of culture on
the employees’ satisfaction level and should also be taking advantage of it. Such effort
requires understanding of currently existing norms and accepted behaviors through
periodic assessment. In the meantime, measures should also be taken in timely fashion to
address problems, if any. Thus it is timely to see the relationship between organizational
culture and job satisfaction in MoST. To that end, current study will illustrate these types
of culture (clan, adhocracy, hierarchy, and market) by analyzing the Competing Values
Framework from Quinn and colleagues. This framework is used when culture is related to
the organizational performances and is the basis for the four aforementioned types of

culture.



1.2. Background of the Organization

Ministry of Science and Technology (MoST) that is the target area of the research,
was established for the first time in December 1975 by proclamation No0.62/1975 as a
Commission. Following the change in government in 1991 and with the issuance of the
new economic policy, the Commission was re-established in March 1994 by Proclamation
N0.91/1994. The commission went into its 3rd phase of re-institution on the 24th of August
1995 by Proclamation No0.7/1995, following the establishment of Federal Democratic
Republic of Ethiopia as an Agency. Later on, in 2008 the government upgraded the Agency
as one of the Cabinet Ministries accountable to the Prime Minister and the Council 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 subordinates have to develop 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 way that a company operates. It refers not to specific
processes, such as when the fiscal year ends or what type of software is used, but rather to
atmospheric and relational aspects of how an entity does business. For example, one
company might be quite strict about start and end times while another might 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 separate. Other areas of cultural difference can be seen in how information 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 center from which all other factors of human
resource management derive. It is believed that culture stands as commitment, motivation,
morale, and satisfaction. According to Wallach cited in Anas (2009) suggested that
individual job performance and favorable job outcomes, including job satisfaction,
propensity to remain with the organization and job involvement depend up on the match
between an individual’s characteristics and the organization’s culture. But sometimes
culture may be a liability and its dysfunctional aspect should not be ignored. If not managed
properly, then it will have an effect on the organization’s effectiveness because from an
employee stand point culture is valuable as it reduces risk (Robbins 1989). But still the key
to both job satisfaction and job performance are the managers, the supervisors 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 that job satisfaction in the workplace 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 attempt to quit their jobs when they feel uncomfortable with an organization-
specific job domain. On the contrary, 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 from 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



MoST. If the employees frequently leave the organization, a given organization always
receive inexperienced employees and that might lead to inefficiency and ineffectiveness in
accomplishing its goals. The Ministry is assumed to have well experienced and well
educated experts to achieve its goal. Nevertheless, the Ministry has been losing well
experienced employees from time to time. Such practices create the gap i.e. what is
intended and what is on actual practices. As far as the researcher readings are concerned,
the researches that deal on the relationship between organizational culture and job
satisfaction is scant (for e.g., Biniyam, n.d; Meron, 2015) in Ethiopian context in general
and in the Ministry of Science and Technology in particular. There is no similar study
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 salary, benefits and turnover with job satisfaction. However, the impact of
organizational culture with job satisfaction has not been studied and the problem of
turnover continues. These are the cases, which call for the study 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 understanding of currently existing norms and accepted behaviors through
periodic assessment. It is, therefore, necessary to assess the relationship between

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

1.4. Research Questions

In order to achieve the objective of the research the study aims to answer the
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?



What is the effect of perception about culture on satisfaction in Ministry of Science
and Technology?
What is the relationship between employees’ background characteristics 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 examine the relationship between organizational culture and employees job
satisfaction in Ministry of Science and Technology.

To examine the effect of perception about culture on employee satisfaction in
MoST?

To examine the relationship between employees background characteristics (sex,
age and experience) and employees job satisfaction in Ministry of Science and

Technology.



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.
s It might inform the management of the organization about the existing cultural
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 Ministry of Science and Technology that is found in Addis Ababa. It would
have been better to include the branches of the Ministry that are found in regions
nevertheless because of the scarcity of resources, the researcher forced to delimit herself
to the Ministry only. There are different organizational culture dimensions and job
satisfaction dimensions. However, this study was delimited to the study of organizational
culture through its dimensions— clan, adhocracy, hierarchy, and market and overall job
satisfaction. Time wise, the study used documents of the Ministry used as secondary data
that cover the period July 2015- March 2017 G.C which shows trends of employee
turnover. This is because the old data’s are not available as the Ministry structured and

move to new office building.

1.8. Limitation of the Study

Currently, it seems that it is difficult to get back the already distributed
questionnaires as intended. In addition, because of boring nature to fill 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.



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 variable that reflects 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 entity where two or more people are working
together cooperatively within identifiable boundaries to accomplish a common goal or
objective (Mullins, 2004).

Organizational Culture: Organizational culture comprises the shared set of beliefs,
expectations, values, norms and work routines that influence 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 related literature on the concept of organizational culture, types of
organizational culture, levels of organizational culture, concept of employee job
satisfaction, theories of job satisfaction, factors affecting job satisfaction, 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 considerations. The fourth chapter deals with the presentations, analysis, and
interpretation of data. Finally, chapter five summarizes the investigation up on bringing the

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



CHAPTER TWO
REVIEW OF THE RELATED LITERATURE
This chapter deals with the review of the related literature on organizational culture,
types of organizational culture, levels of organizational culture, job satisfaction, job
satisfaction theories, factors affecting job satisfaction, dimensions of job satisfaction and
empirical evidences on the relationship between organizational culture and employees job
satisfaction. Further, the literature was reviewed from two angles i.e. theoretical and

empirical reviews. The detail of each theme presented hereunder.

2.1. Theoretical Review
2.1.1. Organizational Culture

The definitions of organizational culture 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 psychology, social psychology and social anthropology.
They have produced a literature rich in descriptions of alternative cultural system
containing profound implication for managers working outside their native countries
(Kotter & Heskett, 1992). Although there is no acceptable universal definition for the
concept organizational culture, there seems agreement on impact of culture on
organizational effectiveness. Thus, it is better to see some of the definitions of
organizational culture. For instance, Mullins (2004) defined organizational culture as
reflecting the underlying assumptions about the way work is performed; what is
‘acceptable and not acceptable’; and what behavior and actions are encouraged and
discouraged. In similar vein, Schein (1984) defined the term organizational culture 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 problems of
external adaptation and internal integration — that has worked well 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).

10



This definition captures the difficulty that organizations face in reconciling the
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 understand that the beliefs, assumptions and values of the people are what
organizational culture mean. In similar vein, Maslowski, 2001 defined organizational
culture as “Distinctive collection of beliefs, values, work styles, and relationships that
distinguish one organization from another” (p. 1). Even though the concepts are defined
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. As per to various investigators, organizational culture has the following
characteristics: socially constructed, historically determined, related to anthropological,
soft and difficult to change (Hofstede et al., 1990). It also can be divided into a visible and
an invisible part. The visible parts (symbols, heroes and rituals) of a culture are the
practices of the organization, while the invisible parts are the values of the organization.
Only the visible parts of an organization can be changed by anyone’s plan (Hofstede,
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 organization and its members (Li, 2013). In this study, organizational
culture is conceptualized using the Competing Values Framework Approach (CVF) by
Cameron & Freeman (1991). CVF provides a method for helping managers and their
organizations analyze their culture and develop reliable and valid measurement tools, and
thus, it is widely used as a framework to diagnose organizational culture. Competing
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 body of literature, scholars developed different models on organizational

culture that include different traits driven by beliefs and assumptions that create unique
organizational culture. Scholars like Dolan and Lingham (2012) have identified and
summarized major organizational culture models such as Deal and Kennedy Model,
Charles Handy Concept, and Edgar Schein Model. In addition, Denison model of
organization culture is also part of this section. Common to all model of culture and 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 are, 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 quick 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 development or exploration 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 with how things are done not with what is to be achieved. This is often

associated with bureaucracies.
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2.1.2.2. Charles Handy Concept

The second model that Dolan and Lingham (2012) discussed in detail is Charles
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 characterized by people has clearly delegated authorities within a
highly defined structure. Typically, these organizations form hierarchical bureaucracies
thus, power derives from a person's position and little scope exists for expert power.

A Task Culture in which teams are formed to solve particular problems. Power
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 exists where all individuals believe themselves superior to the
organization. Survival can become difficult for such organizations, since the concept of an
organization suggests that a group of like-minded individuals pursue the organizational

goals.

2.1.2.3. Edgar Schein Model

The last organizational culture model that Dolan and Lingham (2012) tried 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 organizational attributes that can be seen, felt and heard by the uninitiated
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 organization's members. At
this level, company slogans, mission statements and other operational belief are often
expressed, and local and personal values are widely expressed within the organization.

Finally, the third and deepest level depicts the organization's tacit assumptions. These are
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the elements of culture that are unseen and not cognitively identified in everyday
interactions between organizational members. Many of these unspoken rules' exist without
the conscious knowledge of the membership.

The above three models encompasses organizational culture traits from
psychological or personality perspective and mainly the third is designed and created
within the academic environment which uses non-business language. To the contrary,
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 Mission. These underlying traits are expressed in terms of a set of
managerial practices and measured using the twelve indices that make 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 Schein (1985) many definitions of culture give primacy to the
cognitive components, such as assumptions, beliefs and values. Others expand the concept
to include behaviors and artifacts (Rousseau, 1990) leading to a common distinction
between the visible and hidden levels of organizational culture. Gagliardi in Tosi and Rizzo
(2000) developed three multidimensional and multilevel nature of organizational culture
on the bases of basic values, the way they are reflected and modes of implementation.
Rousseau (1990) in his critique of research, who concentrates one of few attributes,
proposes a multi-layered model, which he structured as a ring. Rousseau’s rings were

organized from readily accessible i.e. outer layer to difficult to access i.e., inner layers.
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Rousseau’s model appears to capture all the key elements of culture “a continuum 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 appear from other critical researchers’ view point that in fact most
research has concentrated on those more visible outer layers. At this point it should be
highlighted that many researchers use the same terms of organizational culture but for
different meanings. Thus Rousseau’s “values” are inner or hidden” and the primary
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 elements are assumptions. Many scholars in the field adopted Scheins (1985)
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. For instance, symbolic objects to which organizational meanings has
become attached-can include titles, parking places, special dining rooms, office size,
location, and furnishings and other position and power (Williamson, 1981). In any
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 same level (Tosi, et al., 2000). This level of culture also consists of
practices. In these practices or behavioral patterns, the underlying assumptions, values and
norms come to the surface. These practices are not the result of any formal agreement or
arrangement between employees, but developed from socially accepted or reinforced
behavior of employees (Deal, 1985). Practices essentially refer to the customs, “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, therefore, are to be considered
standards of desirability; they reflect what is conceived to be important to pursue or worth
striving for in organization (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 and the “deepest”, least tangible level of culture consists of basic
assumptions shared by organizational members, which comprises the core of
organizational culture. Assumptions refer to taken-for-granted beliefs that staff members
perceived to be “true” (Schein, 1985). Because of their taken-for-granted nature,
organizational members often are no longer aware of the assumptions that underlie the
daily interpretations of their duties. These assumptions are likely 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 different levels, based on the degree to which the cultural elements are visible to
individuals. Some mangers focuses on the most outer or visible cultural elements while
others on the most inner or invisible cultural elements. As the organization matures,
artifacts take on a primary role in creating and sustaining the culture. Thus, the
organization’s future leaders will learn acceptable ways to behave through such artifacts as
the organization’s structure, systems and procedures, rites and rituals, and myths and

legends.

Organizational structure: May reflects the leader has consciously held values. When
leaders believe they must exert strong day- to- day control, they 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 tasks. Their existence gives employees a degree of certainty and predictability.

They also reinforce the organization’s culture. An organization that values collaboration
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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 and rituals. These are ceremonies incorporating forms of cultural
expression such as recounting legends. Typically, they have a prescribed form and are

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

Stories, Legends and myths: Overtime, organizations create and preserve stories, legends,
and myths. These (often-true) anecdotes are widely recounted within the organization.
They tell of how the organization’s leaders, handled a crisis or a surprise. These stores
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 important (Ladibo, 2005). Generally, it is clearly shown that organizational
culture elements could be analyzed at deferent 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 presents employees job satisfaction, job satisfaction theories, factors

affecting job satisfaction and dimensions of job satisfaction.

2.1.4. Cultural Dimension

One way to study organizational culture is by analyzing its dimensions. These
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 organizational (Silverthorne, 2004). Below each dimension is explained with the
typically characteristics.

Innovative dimension: The norms in the innovative dimension are challenge and risk
tasking. Employees are free to try new ways of working without the fear to failure (Akaah,
1993). Koberg and Chusmir (1987, p. 398) stated that this culture is described by the
adjectives: ‘risk taking, result oriented, creative, pressurized, stimulating, challenging,
enterprising, and driving’. The most typical outcome in this culture is growth in 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 responsibility and authority (Koberg and
Chusmir, 1987). Organizations with a high bureaucratic dimension will highlight
consistency and predictability though rules, procedures, and structures (Berson et al.,
2008). The study of Adler and Borys (1996) showed that the characteristics 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 relationship oriented. The organization tends to
be like a family for their employees. Berson et al. (2008, p. 617) stated that the work
environments of the supportive dimension ‘is characterized by 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 goes further than only their salary. Furthermore, the members share the
organizational values and belief through commitment to the organization (Akaah, 1993).
An organization can describe an organizational culture by means of the
aforementioned dimensions. Each culture type has characteristics for leading the

organization and how the employees feel and work. These dimensions highlight distinct
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forms of organizations and are addressed in most culture typologies (Berson, Oreg and
Dvir, 2008). This thesis will continue on the several types of organizational 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 field of industrial-organizational psychology. Even though, it is difficult to find
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) views job satisfaction as a state of mind encompassing all those
feelings determined by the extent to which the individual perceives his/her job-related
needs to be meeting (p. 833). In similar 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 affective reaction to a job 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 satisfaction, namely as an employee’s
end-state of feeling after accomplishing a task. This feeling may lead him/her to have either
a positive or a negative attitude towards the job. Accordingly, Armstrong (2006) defined
the term job satisfaction as the attitudes and feelings people have about their jobs. For
Armstrong, positive or favorable attitudes about the work and the work environment
indicate job satisfaction, and the inverse, referring to negative or unfavorable attitudes

towards the work indicate job dissatisfaction.

Job satisfaction may also refer to the fulfillment acquired by individuals in respect
of the various job activities, and the rewards for their jobs and job-related matters.

According to Spector (1997), job satisfaction refers to the extent to which employees or
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individuals like or dislike their jobs and the various aspects of their jobs. For Spector
(1997), job satisfaction can be a diagnostic indicator of how a person is doing in one of the
major domains of his or her life-role. Spector further stated that the absence of job
satisfaction suggests that a problem exists either in the job or in the person, whereas job
satisfaction is indicative of good work-adjustment and positive well-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 different 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 about their work when they evaluate their job and their job-related
experiences or work factors. Work factors include salary and benefits, management, work

characteristics, and interpersonal relationships.

2.1.6. Job Satisfaction Theories

Job satisfaction has been the focus of much research in the developed 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 the workplace. In an effort to
understand the nature of job satisfaction, Green (2000) concluded that there are three
theoretical frameworks of job satisfaction, namely content or needs theories, process
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 Amos, Pearson, Ristaw, and Ristaw (2008, p. 175), the needs or
content theories focus on the individual factors within each person that initiate, guide,
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. Process theorists, according to Green (2000), argue that overall job satisfaction is
determined by the interaction between expectancies, values, and needs. The third
theoretical framework of job satisfaction, the situational models (Durick & Glisson, 1988;
Glassman, McAfee, & Quarstein, 1992), assume that the interaction of variables such as
job characteristics (e.g., the nature of the work), organizational characteristics (the
infrastructure of the organization, leadership, promotion criteria, and facilities), 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 human needs based on a hierarchical model ranging from lower-order needs at the
bottom to higher-order needs at the top (Maslow, 1954, pp. 35-47). He suggested that
human needs are arranged in a series of levels, in a hierarchy of importance. Based on this
hierarchy, Maslow identified five human needs. From the lowest level, these 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 needs (Steyn, 2002). Once 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 employees’ behavior, and they are satisfied or motivated by the need at the

next level of the hierarchy.

Herzberg’s Two-factor Theory: The Two-factor theory was developed by Herzberg,
Mausner and Snyderman (1959) following an investigation into the source of job

satisfaction and dissatisfaction and included 200 accountants and engineers from Pittsburg,
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America. Applying the critical incident technique, the study’s subjects were asked to tell
their interviewers about the times that they felt exceptionally good or bad about their
present jobs or any previous jobs. They were also requested to provide reasons and a
description of the sequence of events that gave rise to that feeling. The participants’
responses were tabulated and categorized. These responses were consistent across the
study, and revealed that there were two sets of factors affecting motivation and work. This
led to the 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, were task-related. The other set of factors, if absent, caused feelings of
unhappiness, bad attitudes, or dissatisfaction. 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 factors involved in creating job satisfaction were
separate and distinct from factors that led to job dissatisfaction. According to Herzberg
(1966), intrinsic factors such as the work itself, achievement in the work, the possibilities
of personal growth and recognition, and being charged with important responsibilities,
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 factors 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 dissatisfaction. Herzberg calls these factors hygiene, dis-satisfiers or
maintenance factors, and proposed that, if absent, it led to job dissatisfaction (Herzberg,
1966).

Motivators or intrinsic factors: Motivators or intrinsic (satisfier) factors are related to
the actual performance of the work, or the content of the job. The motivators are internal
job factors that urge the employees to strive for better achievements, and lead to job

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 come from within a person.” Herzberg’s Two-factor
Theory has been linked to that of Maslow’s Hierarchy of Needs Theory. The Theory
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 growth 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 absence of acceptable intrinsic factors in the work-place leads to high
employee attrition rates. 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 extrinsic 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 generated by performing the job, and are concerned with the context 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 contribute to job satisfaction when present, but rather to job

dissatisfaction when absent (Perrachione, et al., 2008). In other words, when the hygiene

23



factors are satisfied, they do not motivate or lead to satisfaction; they only 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 satisfied to perform at their full potential (Balkin, et al., 2003, p. 60).
Herzberg, et al. (1959) claimed that the hygiene factors are necessary but not sufficient

conditions for the satisfaction of employees.

As a result, Herzberg characterized conditions surrounding the job as quality 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 teachers’ work. They are not important in the overall
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 different sets of goals (outcomes), and can be motivated if they have
certain expectations (The Certified Accountant, 2008). From their previous experiences,
employees tend to develop expectations regarding the level of their job performance.
Employees also develop expectations regarding performance-related outcomes. They tend
to prefer certain outcomes to others. They then think about what they 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 fulfill them. The Expectancy Theory, on the other hand, separates the
effort expected, from the fulfillment of the needs. According to the Expectancy Theory,
effort arises from performance, motivation, and outcomes. The Theory suggests that

motivation that will lead to job satisfaction is a function of the perceived relationship
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between an individual’s effort and performance, and the outcomes associated 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 variables that prevent a great performance, such as an individual’s personality,
knowledge, skills, abilities, and experience, or the supervisor’s perceptions. Individuals
who are under-qualified, or who lack skills and experience, will not be effective 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 context is that people/workers look around and observe what effort
they put into their work, in comparison to others, and what reward follows that effort. Thus,
individuals make comparisons between themselves and relevant others in terms of the
outcomes they receive for their efforts, and the inputs they invested into that effort. In other
words, employees compare their own outcome-to-input to the outcome-to-input ratio of
relevant others (Green, 2000). The Equity Theory is also concerned with the perceptions
of individuals of how they are treated in comparison to others 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 relationships (Aswathappa, 2005). According to Kannan
(2005), workers expect justice, fairness, and equal treatment by their employers and
immediate supervisors. Employees want to be treated fairly. Adams suggests that
individuals form perceptions of fair balance by comparing their own situation with that of
other ‘referents’ (reference points or examples, or relevant others) in the workplace
(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, training, education, work-experience, time, and effort with the outcomes they
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receive in the form of pay, fringe benefits, status, opportunities for advancement,

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 through
absenteeism, request for a transfer, resigning from a job, or from the organization
altogether (Mullins, 2005, p. 496).

Changing the object of comparison (Mullins, 2005; Robbins, 2009). This involves
changing the reference (relevant other) group with whom the comparison is made.
Justifying the inequity by rationalizing the inputs 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 Value Theory: Edwin Locke (1969) developed this Theory. 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 could lead to job satisfaction (Badenhorst, et al., 2008).
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Successful attainment of the intended goal creates a pleasurable emotional state (called job
satisfaction) on the part of the individual. Locke (1969) also indicated that job
dissatisfaction is a function of the size of the perceived discrepancy between the intended
and the actual performance (Miner, 2005). The non-fulfillment of a goal creates a non-
pleasurable emotional state, called job dissatisfaction. Different variables affect the
attainment of goal-directed performance. These variables include effort, organizational
support, individual abilities, and personal traits (Griffin & Moorhead, 2010). In a study of
goal setting, Hansson, Hasanen, and Hellgren (2011), indicated that providing
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 affect, and determined the attainment of the intended goals. It was also
found that specific difficult goals consistently led to higher performance, rather 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 feel that they are able to grow and meet their job challenges by
pursuing and attaining goals that 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 Value Theory has support from both researchers and managers (Griffin &
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.

27



2.1.8. Dimensions of Job Satisfaction
According to Locke (1975) and Spector (1997), job satisfaction involves 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 Mullins (1999) and Theron (1999) emotional and behavioral
components of attitudes are also involved in job satisfaction. They also viewed that the

following factors are conducive to job satisfaction:

» Mentally challenging work involving a fair amount of variety freedom, utilizing
workers’ skills and abilities and receiving feedback on their work - Equitable
rewards, such as pay and promotion policies and practices that workers perceive as
fair, based on the demands of a job. Many people are prepared to work for less
money if their work has other rewards.

» Working conditions that are conducive to doing the job well, including safety and
comfort, a clean environment and adequate equipment.

» Working with coworkers and bosses who are friendly and supportive. Supervisors
who facilitate job satisfaction show an interest in workers, offer praise for good

performance and listen to workers’ opinions.

According to O’Malley (2000), a satisfying job has three properties: 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 four culture types of the competing values framework — Hierarchy, Market,
Clan, and Adhocracy — are each rooted in a model of organizational theory research. Each
theoretical foundation provides the organizational environment for the values and
characteristics of each culture to take root and become prominently 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 characteristics, organizational leadership, and management of employees,
organization glue, strategic emphasis, and criteria for success — serve to describe the
fundamental manifestations of culture within an organization. While not completely
comprehensive, the six sub-dimensions do cover the major components of the culture. The
dominant characteristics and organizational glue sub-dimensions address the basic
assumptions within the organization. Next, the organizational leadership and management
of employees’ sub-dimensions address interaction patterns within the organization. Finally,
the strategic emphases and criteria of success sub dimensions address organizational
direction. Each sub-dimension serves as a lens to view a slice of the culture within 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 Framework that was developed by Cameron and Quinn, (2006) 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, institutional leadership, management of employees, organizational glue,
strategic emphasis, and criteria of success) and four dominant culture types (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 structured chain of command and control that emphasizes constancy,
predictability, and efficiency. The Hierarchy culture type is one of the earliest and most
widely adopted organizational culture types, particularly in government entities. In 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 fundamentals of this theory are that organizations will act rationally in order to
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maximize production through a systematic organization with 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 management method by introducing key principles for management. In sum, 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 culture, characterized by stability and an external focus, produces a
competitive organization that emphasizes results and achieving goals. The organization
functions similar to a market focused on outward transactions with external communities
that interact with the organization, such as suppliers, customers, 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 improve 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 study 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 for the formation of an organization is to internalize and reduce the costs of
participating in the market for a given product or service. Specifically, Coase argues that
organizations form in order to navigate an uncertain 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 improve organizational efficiency and effectiveness while still supporting

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 extended family. Employees often work in semiautonomous 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 build commitment and loyalty from employees in order to have a more
effective overall organization. Organizations need the energy, ideas, and skills people
provide. People need the career, earnings, and sense of purpose that organizations provide.
A poor fit between an organization and the individual leads to suffering 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. Maslow (1943) provides a hierarchical framework for making sense of the
complex needs and motivations of humans. McGregor (1957) presents Theory X and
Theory Y as contrasting managerial assumptions of employee motivation, where Theory
X assumes employees inherently dislike work and they must be directed or coerced into
performing their work duties and Theory Y assumes employees are self-motivated to work
if they are committed to the organization and its objectives. Ott, Parkes, and Simpson
(2008) organize the concepts of the human resource theory into its most core themes of
leadership, motivation, groups, work environments, power and influence, 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 requires an increasing amount of creativity. In this type of organization,
emphasis is placed on having an eye towards the future 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 this, the organization structures itself so that it can quickly change courses as
necessary. With rapid change, standard procedures and rules become 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 theories where the focus is on an organization’s interaction and
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 global concept which is determined by several factors. Factors

affecting job satisfaction of employees are elaborated below.
2.2.3.1. Extrinsic Factors

Extrinsic job conditions are external variables which are generally 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) believes that salary belongs to hygiene factors and can
prevent job dissatisfaction. It will lead to severe dissatisfaction and ultimately demotivate
if employees are dissatisfied with salary. Salary is seen by many managers as a major

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

Supervision: - Supervision is the affiliation between leaders and subordinates. A
synergistic supervision is an appropriate instrument to enhance job satisfaction. It will
establish open communication, trust relationships, supervisory feedback and evaluation.
Supervisors should apply the appropriate strategies with their employee’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 (Herzberg 1993). Locke (1976) finds that working conditions, which 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) show that man are also a social animal. One of the most important needs 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 staying at work which can maintain high job satisfaction (Herzberg 1993);
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 them to know how
well they are doing their jobs (Herzberg, 1993). Feedback could be from supervisors, co-
workers and sometimes customers who get services from the organization. The effective
feedback is specific but its function is general especially to job satisfaction. Feedback is
closely related with respect and recognition. Individuals at all levels of the organization
want to be recognized for their achievements on the job. A study conducted on job
satisfaction, stress and burnout in Australian specialist anesthetists 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 employees are trusted by the managers, and employees will
trust the managers as well, which makes employees be more satisfied with their jobs
(Hackman & Oldham, 1976).

Personal Development

According to Herzberg (1993), people report job satisfaction when they 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 likelihood of job dissatisfaction. Agho et al., (1993) reports that promotional
opportunity, the potential for growth and self-growth lead to a joyful workplace 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 associated with task interdependence, the degree to which the job
has impact on the work of others. Study show when other departments rely 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 behaviors and job satisfaction indicated that personal variables influence job
satisfaction. Truly, to a significant extent, job satisfaction is rooted in individuals’
personalities. Here the researcher interested in the basic demographic characteristics
‘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 identify how men and women differ in their attitudes to work. The literature on the
gender-job satisfaction relationship is inconsistent, some studies indicate that males are
more satisfied than females; others find the converse to be true with women being more
satisfied than men, while others again find no difference in job satisfaction based on
gender.

In Loscocco’s (1990) studies of job satisfaction and gender, female employees were
reported as demonstrating higher levels of job satisfaction than their male counterparts.
According to Loscocco’s (1990) findings, women experience higher levels of job

satisfaction because they value rewards that are readily available, for example,
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relationships with co-workers. These values are in contrast to what men value as they desire
autonomy and financial rewards, which are not as readily available, resulting in lower

levels of job satisfaction.

This point of view is in contrast to that of Clark (1997) who made use of a large-
scale British data set to investigate the relationship between gender and job satisfaction.
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 satisfaction 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 no significant difference in job satisfaction
among male and female employees. To illustrate this point, in a study conducted by Pors
(2003) on Danish and British library managers, no significant difference was found
between males’ and females’ levels of job satisfaction. Alavi and Askaripur’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 research studies findings supported that there is a positive relationship
between job level and job satisfaction. Kline and Boyd (1991) postulate that employees at
the higher levels of the organization report higher levels of job satisfaction. However,

research conducted by Herman and Hulin (1973) found that there were only certain
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dimensions of the job where higher level employees reported higher levels of job
satisfaction. Frances (1986), however, found that higher-level employees reported 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 satisfied with their jobs are likely to resign, whereas employees who are
satisfied with their jobs will remain in these positions. This is consistent with studies
indicating a negative relationship between job satisfaction and turnover and job satisfaction
and absenteeism, thereby indicating a higher average level of satisfaction by employees
with longer tenure in a particular organization. Oshagbemi (2000) conducted a study of
university teachers in the UK, focusing on length of service in their present university as
well as length of service in higher education as a whole. He found a positive correlation
between overall job satisfaction and tenure among teachers who remained with their
present university. When considering overall job satisfaction and tenure for teachers in
higher education as a whole, job satisfaction scores are similar for the first two decades,
with progressive increases over the next two decades. The conclusion that can be drawn
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 inconsistent to the above findings. He found that employees
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 findings in studies on tenure and job 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 focus on personal rather than work

goals. As personal goals become more important to these individuals, professional
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achievements and recognition becomes less significant. Modern organizations 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 significant impact on several key organizational
variables such as employee satisfaction, employee performance, turnover and so forth
(Cameron & Freeman, 1991). Furthermore, in the body of literature there are evidences
that assure the impact of organizational culture on individual attitudes and behaviors (Lund,
2003; Maclintosh & Doherty, 2010; Schein, 1985). One of these main individual attitudes
and behaviors is job satisfaction which was shown to be directly impacted by
organizational culture (MaclIntosh & Doherty, 2010). Employee job satisfaction is one of
the most widely studied concepts in the organizational behavior field, as it has been
identified as a key job attitude related to the quality of the working context in any
organization. It has been linked to important organizational variables, such as productivity,

absenteeism, and turnover (Sempane, Riger, & Roodt, 2002).

Previous research has shown that organizational culture does have an impact on
several key organizational variables (Cameron and Freeman, 1991). Peters and Waterman
(2004) extolled the virtues of organizational culture in enhancing organizational
performance. Many other studies reported a profound impact of organizational culture on
organizational performance and effectiveness (Cameron and Quinn, 2011; Deal and
Kennedy, 2000; Frost, Moore, Louis, Lundberg, and Martin, 1985; Schein, 1985).

Goodman et al. (2001) conducted a study that investigated on the impact of
organizational culture on the quality of work life. They found out that hierarchy cultures
are negatively associated with job satisfaction and organizational commitment while clan
cultures are positively associated with job satisfaction and organizational commitment.
Lund (2003) adopted the Competing Value Framework to explore the relationship between
the four culture types and job satisfaction. The findings indicated that there is a positive

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 relationship with hierarchy (emphasizing control and efficiency) and market
(focusing on goal achievement and outperforming competitors) cultures. Using a different
yet closely similar model to the Competing Value Framework, San and Kim (2009)
conducted a study of the impact of organizational culture types on job satisfaction 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
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From the above one can see that each type organizational culture affects employees’ job
satisfaction i.e.
Clan Culture: a very pleasant place to work where people share a lot of themselves 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.
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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
& presentation, validity and reliability test and ethical consideration. The detail of each

issue are presented hereunder.

3.1. Description of the Study Area

As stated in the scope of the study, the study area covers Ministry of Science and
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 current study employed a mixed method design. Mixed-methods research

enables the researchers to capitalize on the strengths, and to minimize either the
weaknesses of quantitative and qualitative methods. As outlined by Johnson and
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 research, the researcher uses qualitative research methods for one
phase of the research, followed by quantitative methods for the second phase of the study,
or vice versa.” The two phases are conducted sequentially. However, they can also be
conducted concurrently. For the current study that examines the effect of organizational
culture on employees’ job satisfaction in Ministry of Science and Technology, the
guantitative 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 quantitative data), with a secondary emphasis on the qualitative paradigm 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 in Ministry of Science and Technology. The secondary
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 reason for the exclusion was they might not know 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 study was to examine the effects of organizational culture on job
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 organizational culture and employee’s job satisfaction,

interview and document analysis.
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3.5.1. Questionnaires

This study employed standardized questionnaires for both organizational culture
through Organizational Culture Assessment Instrument (OCAI) and job satisfaction
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 since they are answered anonymously, and they are more economical than
interviews. Moreover, it has the ability to solicit information from several respondents
within short period of time (Johnson & Christensen, 2008). The scaled items, according to
McMillan and Schumacher (2010), allow the 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
(21999) will be employed in this study. The OCALI is an instrument that allows diagnosing
the dominant culture of an organization based on the four culture types. The purpose of
OCAI is to measure six dimensions of organizational culture (dominant characteristics,
institutional leadership, management of employees, organizational glue, strategic
emphasis, and criteria of success). Each organizational culture dimension has four
alternatives i.e. clan, adhocracy, market and hierarchy cultures. In each dimension, the first
alternative depicts clan culture, the second alternative shows the adhocracy culture, the
third alternative indicates market culture and finally the fourth alternative shows hierarchy
culture. Based on the rated mean values to each 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 to explain it, there is no consensus on the best way to measure job satisfaction
(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 satisfaction, job satisfaction survey which was developed by Spector
(1985) was adopted. Spector (1985) developed Job Satisfaction Survey to measure
employees’ attitudes towards nine aspects of their jobs (pay, promotion, supervision, fringe
benefits, contingent rewards, operating conditions, co-workers, nature of the work and
communication) using a Likert-type rating scale format. The instrument 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 the subject. Moreover, it enables to obtain in-depth information about
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 organizational cultures and employees job satisfaction. It
also enables the researcher to observe non-verbal communication (Cohen, Manion, &
Morrison, 2007). Interviewing processes was not supported by audio equipment as
respondents rejected 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 better in Amharic than English. All interviews were
conducted in their offices. The average duration of the interview 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 employees in the Ministry. In the Ministry, there was no unique policy that
governs responsibilities and accountabilities. Human Resource expert gave the researcher
Federal Negarit Gazeta 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 they did not any document that
shows trends of turnover and promotion rate. The expert told the researcher that in 2016
43 employees left the organization and in 2017 there were 25 employees left the same
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 the 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 OCALI’s reliability and validity was checked by most scholars in the area and
taken as standardized questionnaire for the organization culture study. Reliability of the
instrument (i.e., the extent to which the instrument 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 for each culture type. The coefficients were .74 for Clan culture, .79 for
Adhocracy culture, .73 for Hierarchy culture, and .71 for Market culture. The results
indicate that respondents tended to rate their organization’s culture consistently across the
various questions on the instrument (Cameron & Quinn, 2011). Cameron and Freeman
(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 domain of effectiveness in which the organization excelled
and the type of decision-making, structure and strategy employed. Although the researcher
employed standardized questionnaires, as context varies from country to country the
researcher was forced to pre-test. In current study, respondents were asked to indicate the
extent to which they agreed with each statement using a five point Likert scale ranging

from Strongly Disagree (1) to Strongly Agree (5).
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In addition, various scholars have used OCAI as an instrument to see the
relationship or impact of organizational culture (type) on employees’ job satisfaction.
Among those scholars, (Fatima, 2016; Gull & Azam, 2012; Zhang & Li, 2013) are some
of them.

It is argued that the JSS is one of the few instruments available to measure job
satisfaction that have shown high reliability and high validity as well (Van Saane et al.,
2003). Moreover, the JSS has shown to have high reliability and validity in a study
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 tested in Ministry of Science and Technology. To that end, 10
employees were participated and they included in the actual study. The result 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 | No of participants | Reliability statistics | No of items
culture in pilot test

Dominant characteristics 10 794 4
Institutional leadership 10 .849 4
Management of employees 10 761 4
Organizational glue 10 125 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 application in every part of the globe. For instance, Ali Shurbagi & Zahari
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(2012) assessed the relation between organizational culture and job satisfaction in National
Oil Cooperation of Libya. The author measured organizational culture through 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 Influence of Organizational Culture on Job Satisfaction, Organizational
Commitment, and Turnover Intention: A study on the Banking Sectors in the Kingdom of
Saudi Arabia”. Here again, the author used 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 Spearman rho correlation Co-efficient was used to analyze the relationship
between organizational culture and employees’ job satisfaction at alpha level 0.05, as the
data meet spearman rho assumptions. There are two assumptions for applying the
Spearman rho correlation coefficient: 1) your two variables should be measured on an
ordinal, interval, or ratio scale. Thus, the current 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 effects of organizational culture
on employees’ job satisfaction. In order to apply multiple regression analysis one has to
examine certain assumptions. The researcher checked the following assumptions. (1) you
have two or more independent variables that can be either continuous (i.e. an interval or
ratio variables) or categorical (i.e. an ordinal or nominal). In the current study there were
four independent variables (Clan, Adhocracy, Market, and Hierarchy 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 variables collectively. This assumption was checked through scatter plots
using SPSS statistics. Finally, (3) there should be no significant 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 respondents about the purpose of the study i.e.
purely for academic. In addition to this, they were informed that their participation in the
study was based on their consents. The researcher also did not personalize any of the
response of the respondents during data presentations, analysis, and interpretation.
Furthermore, all the materials that were used for this research were duly acknowledged. In
addition to this, the researcher told the respondents the existence of anonymity and

confidentiality.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS, AND INTERPRETATION

This chapter deals with the presentation, analysis, 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 general features of respondents on sex, levels of education and work experience
respectively.

Figure 2: Characteristics of Respondents by Sex

Respondents' Sex

100
80
60
40

20 Percentage

Frequency
female

Source: Field Survey

The above figure depicts the sex of respondents. Accordingly, 54 (66.7%) of the
respondents were males whereas the remaining 27 (33.3%) of the respondents were
females. From this, one can infer that gender disparity was also prevalent in Ministry of
Science and Technology.
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Figure 3: Characteristics of Respondents by Levels of Education

Respondents' Qualification

m frequency

M percent

Source: Field Survey

Figure 3 above shows that 10 (12.3%) of the respondents had Certificates, 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 this, one can infer that the respondents who participated in this study were from

different levels of education i.e. diversity of employees.

Figure 4: Characteristics of Respondents by Work Experience

Respondents Experience
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years

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 have served for 6-10 years, and the remaining
23(28.4) of the respondents have served more than 10 years. From this, one can infer that
the service years of the respondents help them to talk about their culture because the
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 interpreted by using the means and standard deviations of the
culture and job satisfaction dimensions, then comparing the clan, 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 adapting the existing culture, organizational leaders should

assess their culture in the first place. Culture grows overtime and one must analyze it before
applying to achieve organizational goals. Managing organizational culture in the 21
century requires proper care as cultures like characteristics of individuals take a long time
to develop and change in most cases. In order to achieve organizational goals, the
organization should change the old culture by building a new one. In addition, an
organization consists of sub groups whose perceptions, beliefs, values and assumptions
have great influence on performance, relationships, motivations, change efforts, decision
making process, and ultimately on the effectiveness and success of their organization.
Therefore, identification of cultural patterns and dimensions and how they are perceived,
desired by groups in the organization undoubtedly would enable to grow, excel in core
areas and survive. Based on this fact, this study tried to assess the cultural 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 endings. 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 | 81 3.81 1.141
family. People seem to share a lot of themselves.

2 | The organization is a very dynamic entrepreneurial place. | 81 3.89 949
People are willing to stick their necks out and take risks.

3 | The organization is very results oriented. A major concern is | 81 3.80 993
with getting the job done. People are very competitive and
achievement oriented.

4 | The organization is a very controlled and structured place. | 81 2.83 1.223
Formal procedures generally govern what people do.

As indicated in Table 4.1 above, the researcher asked respondents about the mix of

dominant characteristics that they believe was present in MoST. To that end, the

respondents’ rated Adhocracy culture type was highest with a mean score of 3.89 and

standard deviation of .949. This means that dominant characteristics of the organization

dimension reported are the existence of dynamic, entrepreneurial, and creative 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 reported by respondents as third

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 | 81 | 4.05 .850
to exemplify mentoring, facilitating, or nurturing.

2 | The leadership in the organization is generally considered | 81 | 4.23 779
to exemplify entrepreneurship, innovating, or risk taking.

3 | The leadership in the organization is generally considered | 81 | 4.19 792
to exemplify a no-nonsense, aggressive, results-oriented
focus.

4 | The leadership in the organization is generally considered | 81 | 3.95 .986
to exemplify coordinating, organizing, or smooth-running
efficiency.

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 existence 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 respondents rated hierarchy culture as fourth i.e. when compared with other

culture types, even though the difference among mean score of culture types were

insignificant, there were less existence of structure, procedure, efficiency, 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
unigueness.

81

3.88

914

The management style in the organization is characterized
by hard driving competitiveness, high demands, and
achievement.

81

3.77

912

The management style in the organization is characterized
by security of employment, conformity, predictability,
and stability in relationships.

81

3.74

.985
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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 culture were characterized by teamwork, consensus, and participation was the
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 demands, 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 | 81 | 3.73 | .922
mutual trust. Commitment to this organization runs high.
2 | The glue that holds the organization together is commitment | 81 | 4.06 | .827
to innovation and development. There is an emphasis on
being on the cutting edge.

3 | The glue that holds the organization together is the emphasis | 81 | 3.74 | .891
on achievement and goal accomplishment. Aggressiveness
and winning are common themes.

4 | The glue that holds the organization together is formal rules | 81 | 3.23 | 1.217
and policies. Maintaining a smooth-running organization is
important.

As indicated in Table 4.4 above, indicates that the survey questions that asked
respondents about the glue that binds the organization together. The respondents 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 holds the organization together is the emphasis on achievement and goal
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 this 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 organization emphasizes human development. High |81 |[3.95 |1.011
trust, openness, and participation persist.

2 | The organization emphasizes acquiring new resources and | 81 | 4.04 |.766
creating new challenges. Trying new things and prospecting
for opportunities are valued.

3 | The organization emphasizes competitive actions and | 81 |3.93 |.959
achievement. Hitting stretch targets and winning in the
marketplace are dominant.

4 | The organization emphasizes permanence and stability. | 81 |3.91 |.809
Efficiency, control and smooth operations are important.

Table 4.5 above depicts the strategic emphasis of organization. Respondents were
asked to rate about strategic emphasis. To that end, respondents rated adhocracy culture
with the highest mean score of 4.04. Adhocracy culture emphasizes on emphasizes
acquiring new resources and creating new challenges. Trying new things and prospecting
for opportunities are valued. The respondents rated clan culture 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 3™ and 4" 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 organization defines success on the basis of the |81 |3.88 |.941
development of human resources, teamwork, employee
commitment, and concern for people.
2 | The organization defines success on the basis of having the | 81 | 3.89 | .822
most unique or newest products. It is a product leader and
innovator.
3 | The organization defines success on the basis of winning in | 81 | 3.85 |.896
the marketplace and outpacing the competition. Competitive
market leadership is key.
4 | The organization defines success on the basis of efficiency. | 81 | 3.73 | .895
Dependable delivery, smooth scheduling and low-cost
production are critical.

As indicated in Table 4.6 above, respondents were asked to rate about success

criteria of organization. Accordingly, respondents rated adhocracy culture was rated the

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 for people. Market culture (defines success on the basis of winning in the

marketplace and outpacing the competition) rated as third in the dimension 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 defines success on the basis of efficiency. Dependable

delivery, smooth scheduling and low-cost production are critical.
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In order to cross check the data, the researcher interviewed three experts and two
directors about their understanding of organizational culture. According to interviewees’
organizational culture is the way of managing employees, the ways of cooperating each
other and so forth. One of the respondents stated the following:

Organization work culture is the existing organizational values, beliefs and
assumptions that help the organization to achieve the goals of the organization. In
addition, the way we do activities, the way we motivate employees, the way we
recognize the employees, the way we lead all define organizational culture.

Furthermore, the interviewees were asked about when do they introduce their
organizational culture to the new comers. They stated that they often offer 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 satisfaction, the researcher used general job

satisfaction survey that was developed by Spector (1997). In this standardized
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 448 |.868
2 | | like my job better than the average workers do | 4.16 | .928
3 | Most days, | am enthusiastic about my job 4.27 | .837
4 | | find real enjoyment in my job 421 |.958
5 | I feel fairly well satisfied with my job 401 |.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 they 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 days they are enthusiastic about their jobs. Respondents were in agreement
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 can infer that there was high level of job satisfaction in Ministry of
Science and Technology. In the analysis of organizational culture types such as clan,
adhocracy, market and hierarchy, adhocracy culture was the dominant in MoST and this
might leads employees’ high overall job satisfaction. This finding should be in caution
because in this research the researcher assessed the levels of overall job satisfaction 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 and come over the weekends to do. In
addition to this, we often ask our employees about their jobs and they tell us their
satisfaction. Nevertheless, employees in our Ministry tell us their dissatisfaction
with the amount of salary.
From the interview and quantitative responses one can infer that the Ministry is
encouraging employees with different forms reward like giving education opportunity both
in the country and abroad. Though employees were dissatisfied with their salary 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=-.10to-.29
Medium r=.30 to .49 =-.30t0-.49
Large r=.50t0 1.0 r=-50to0-1.0

Source: Cohn 1988

The range of possible correlation coefficient values is form -1 to +1. A correlation
value without a sign indicates that the relationship is positive, whereas, negative sign
indicates negative relationship. A positive relationship means when scores increase (or
decreases) in one variable, they increase (or decrease) in the other variable-thus, scores
change in the same direction. A negative relationship means the scores 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.
Correlation o o sk *ox
o 1.000 .855 .831 582 378
Coefficient
Clan - -
Sig. (1-tailed) : .000 .000 .000 .000
N 81 81 81 81 81
Correlation - - o sk
o .855 1.000 877 .652 495
Coefficient
Adhocracy — -
Sig. (1-tailed) .000 . .000 .000 .000
N 81 81 81 81 81
Correlation - o - o
o .831 877 1.000 q27 516
Spearman‘ Coefficient
Market - -
srho Sig. (1-tailed) .000 .000 : .000 .000
N 81 81 81 81 81
Correlation - - . .
o 582 .652 Jq27 1.000 418
Coefficient
Hierarchy - -
Sig. (1-tailed) .000 .000 .000 . .000
N 81 81 81 81 81
Correlation - . . -
o 378 495 516 418 1.000
Coefficient
Job Sat. . .
Sig. (1-tailed) .000 .000 .000 .000
N 81 81 81 81 81

**_Correlation is significant at the 0.01 level (1-tailed).

As indicated in Table 4.8 above, a spearman rho correlation was conducted to
evaluate the relationship between organizational culture dimensions and job satisfaction.
To that end, job satisfaction has positive relationship between clan culture, adhocracy
culture, market culture and hierarchy culture and their correlation is statistically significant.

Specifically, clan culture and job satisfaction have moderate relationship with (r=3.78).
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The dominant culture (adhocracy) in MoST and job satisfaction have medium strength
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: Relationship between overall organizational culture and overall job
Satisfaction.

Correlations

Overall Job Overall
Satisfaction culture
1ob Correlation Coefficient 1.000 .386™
Satisfaction Sig. (1-tailed) : .000
Spearman's N 81 81
rho overall Correlation Coefficient .386™ 1.000
vera ) ;
culture 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; Hellriegel and Slocum, 1974; Meron, 2014; Mohamed, Shurbagi, Zahari, 2012).
They found out there was positive relationship between organizational culture and job
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:

| strongly believe that culture and satisfaction has link. For instance, for a person
who creates new technology we have to give him some kind of reward. The reward
IS not necessarily money. It might be recognition certificate. If not, we are
discouraging those employees not to create new innovations again.
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Similarly, another expert stressed on the importance of organizational 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 because every culture type has its own contribution to the success of the
Ministry. For instance, if we do not create the environment of trust and openness
between the organization and employees or among the employees it is difficult to
bring job satisfaction which in turn leads to low commitment and low performance
of the employees.

From the above excerpts and interview result one can fairly 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 Adjusted R [ Std. Error of | df F Sig
Square Square | the Estimate

4 8.003 .000

1 5442 296 259 .63984 76

a. Predictors: (Constant), clan, adhocracy, hierarchy,
market
A multiple regression was run to predict employees’ job satisfaction from clan

culture, adhocracy culture, market culture, and hierarchy culture. These variables
statistically predicted employees’ job satisfaction, F (4, 76) = 8.003, p<.0005, R?= .296.
All four variables added statistically to the prediction p<.05. This finding resonates with
others scholars finding (e.g., Aldhuwaihi, 2013) found out that organizational culture had

effect on employees’ job satisfaction).
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From the above finding, 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 employees’ overall job satisfaction in Ministry of

Science and Technology.

4.6. The Relationship between Employees’ Background Characteristics and Job
Satisfaction
It is worthwhile to see the relation between employees’ background characteristics

such as sex, educational qualification, and work experiences. To that end the following

Table 12shows their relationships.

Correlation between Sex and Job Satisfaction

Although the relationship between gender and job satisfaction has been investigated
extensively, the results of many of the studies so far have been found inconsistent,
contradictory, and far from unanimous. Some of the researches say 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

Test Statistics?
Ranks

Jobsatisfaction

Gender N Mean Sum of
Rank Ranks Mann-Whitney U 586.000
Male 54| 3835| 2071.00 Wilcoxon W 2071.000
Z -1.441

Jobsatisfaction Female 27 46.30 1250.00
Asymp. Sig. (2-tailed) .150
Total 81

a. Grouping Variable: Gender
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A Mann-Whitney U test was conducted to evaluate the hypothesis that of male
group would higher on job satisfaction, on the average, than female group on job
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 to education level and job satisfaction, a number of researchers
indicated that job satisfaction decreases as the education level increases. Glenn and others
(in Hickson & Oshagbemi, 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 realities of

professional work.

Table 4.12: The Relationship between Qualification and Job Satisfaction

Correlations
Job Level of
satisfaction | Education
Tob Correlation Coefficient 1.000 -.096
0 ; )
satisfaction Sig. (2-tailed) : 393
Spearman's N 81 81
rho Level of Correlation Coefficient -.096 1.000
evel o ; )
Education Sig. (2-tailed) 393 .
N 81 81

A Spearman's rank-order correlation was run to determine the relationship between
Respondents qualification and employees’ job satisfaction. As a result, there was 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 employees job satisfaction rather there are unexplained factors 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) indicated that work experience and job satisfaction are
negatively related - an increase in employees’ experience was followed by a decrease in

job satisfaction.

Table 14: The Relationship between Experience and Job Satisfaction

Correlations
Job Work
satisfaction | Experience
Correlation Coefficient 1.000 -.017
Job satisfaction |Sig. (2-tailed) : 879
Spearman' N 81 81
srho Correlation Coefficient -.017 1.000
Work Sig. (2-tailed) 879 |
Experience
N 81 81

A Spearman's rank-order correlation was run to determine the relationship between
employees work experience and employees’ job satisfaction. As a result, there was no
statistically significant correlation between 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 between organizational
culture and employees' job satisfaction. Additional inferential statistics such as spearman
rho, Mann Whitney test and multiple regression provided insight to gauge the degree of
differences in the relationship between organizational culture (independent variable) and
employees’ job satisfaction that is dependent variable. Next, Chapter five (final chapter)
presents an overview of the study and a summary of findings, conclusions 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 summary of major findings, conclusions, and

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 culture on job satisfaction in Ministry of Science and Technology. A
mixed method approach was employed. This study was guided by the following basic
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 effect 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 study (115 for questionnaires and 5 for
an interview). The researcher interviewed 3 experts and 2 directors to get in-depth
information and to substantiate the data obtained through questionnaire. Questionnaires
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 researcher and 18 questionnaires were incorrectly field by the
respondents. With respect to sufficiency of response rate, Babbie (1990) suggests 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.
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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 first degree, 17 (21%) of the respondents have second degree whereas, 3
(3.7%) of respondents have third degree. With regard to respondents experience, 40
(49.4%) of the respondents were served 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 study found out that adhocracy culture that is characterized by the
prevalence of dynamic, entrepreneurial, and creative work place to work is the
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 important finding was that the levels of overall job satisfaction in the
Ministry of Science and Technology was high. The average mean value for the job
satisfaction surveys was 4.22.

Coming to the relationship between organizational culture and 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 study found out that there was no relationship between respondents’
background characteristics (sex, educational qualification, and work experience)

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 generally considered to exemplify entrepreneurship, innovating, or risk taking. The
management style in the organization is characterized by individual risk-taking,
innovation, freedom, and uniqueness. The glue that holds the organization together 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 fairly conclude 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.

From the analysis of the levels of overall job satisfaction, the employees’ 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, technology, risk taking and if such efforts are supported by rewards
and recognition in turn leads to job satisfaction. Nevertheless, the job satisfaction in MoST
should be considered in caution as current research examined the overall satisfaction by
general assessment tools. The result might be different when job satisfaction 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 organizational culture types have positive relationship with job satisfaction.

Furthermore, based on the results of regression analysis, 29.6% of job satisfaction is
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explained by organizational culture. On the other hand, background characteristics 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.

e Even though data reveals that there were higher employees’ overall job satisfactions in
the Ministry of Science and Technology when measured by overall job satisfaction
survey, the leaders of the Ministry should review job satisfaction from time to time.
This is because job satisfaction might leads to employees’ commitment and high
performance that can enhance the achievement of Ministry’s goal.

e This study revealed that there was positive and moderate relationship between
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.

e Future research that investigates the effect of organizational culture on job satisfaction
in different organization is very important in order to cross check the findings. In
addition, such types of research across different regions are also very important to
generalize the finding to the whole populations. On top of this, future research is
necessary to measure the effects of culture on job satisfaction facets (9 dimension of

job satisfaction).

72



References
Adams, J.S. (1963). Toward an understanding of inequity. Journal of Abnormal and Social

Psychology, 67(5):422-436.

Adams, J.S. (1965). Inequity in social exchange. In L. Berkowitz (Ed.). Advances in Experimental
Social Psychology. New York: Academic Press.

Adler, P.S., and Borys, B. (1996). Two types of bureaucracy: Enabling and Coercive.
Administrative Science Quarterly 41, p. 67-89

Agho, A., Mueller, C., & Price, J. (1993). Determinants of employee job satisfaction: An empirical
test of a causal model. Human Relations, 46 (8), 1007-27.

Akaa, I.P. (1993). Organizational culture and ethical research behavior. Journal of the Academy
of Marketing Science, vol. 21 No. 1, p. 59-63

Akiri, A.A. & Ogborugbo, N.M. (2009). Analytic examination of teachers’ career satisfaction in

public secondary schools. Studies on Home and Community Science, 3(1):51-55.

Akyeampong, K. & Bennell, P. (2007). Teacher motivation in Sub-Saharan Africa and South Asia.
Brighton, UK: Department of International Development.

Alavi, H.R., & Askaripur, M.R. (2003). The relationship between self-esteem and job satisfaction
of personnel in organizations. Personnel Management, 32(4), 591-600.

Aldhuwaihi, A. (2013). The influence of organizational culture on job satisfaction, organizational
commitment and turnover intention: A study on the banking sector in the Kingdom of Saudi
Arabia. PhD Dissertation. Victoria University, Melbourne, Australia.

Al-Dossary, R., Valil, J., & Macfarlane, F. (2012). Job satisfaction of nurses in a Saudi Arabian
university teaching hospital: A cross-sectional study. International Nursing Review, 59(3),
424-30.

Ali Shurbagi & Zahari (2012). The relationship between organizational culture and job satisfaction
in National Oil Cooperation of Libya. International Journal of Humanities and Applied
Sciences, 1(3): 88-93.

Amos, T.L., Pearson, NJ., Ristaw, A. & Ristaw, L. (2008). Human resource management. (3rd
ed.). Cape Town: Juta & Co.

Anas, M. (2009) Organizational culture and job satisfaction; Acare of academic staffs at University
UTARA (UUM), Malaysia.

73



Armstrong, M. (2006). A handbook of human resource management practice. (10th ed.). London:
Kogan Page.166

Aswathappa, K. (2005). Human resource and personnel management. (4th ed.). New Delhi:
McGraw-Hill Company

Aydin, B., & Ceylan, A. (2008 ). The employee satisfaction in metalworking manufacturing:.
Journal of Industrial Engineering and Management, 1(2):143-168.

Babbie, E. (1990). Survey research method (2" ed). Belmont C.A: Wadworth.
Badenhorst, G., George, E. & Louw, D. (2008). Job satisfaction among urban secondary school
teachers in Namibia. South African Journal of Education, 28:135-154.
Baker, K. (2004), 'Organizational culture’, in N Taher (ed.), Organizational culture: An
introduction, ICFAI University Press, India.
Balkin, D.B., Cardy, R.L. & Gomez-Mejia, L.R. (2003). Maintaining human resources. (3rd ed.).
New Delhi: Prentice Hall.
Barney, J., and Ouchi, W. (1986). Organizational Economics. San Francisco: Jossey-Bass.
Bellou, V. (2010), Organizational culture as a predictor of job satisfaction: the role of gender and
age. Career Development International, Vol. 15 No. 1, p. 4-19
Berson, Y., Oreg, S., and Dvir, T. (2008), CEO values, organizational culture and firm outcomes.
Journal of Organizational Behavior 29, p. 615-633
Biniyam Teka (n.d). organizational culture as a predictor of overall job satisfaction: The case of
Development Bank of Ethiopia.
Blaikie, N. (2003). Analyzing quantitative data. London: SAGE Publications.
Bogler, R. (2001). The influence of leadership style on teacher job satisfaction. Educational
Administration Quarterly, 37(5): 662-683.
Bonner, A., Hayes, B. & Pryor, J. (2010). Factors contributing to nurse job satisfaction in the acute
hospital setting: a review of recent literature. Journal of Nursing Management, 18:804-
814.
Cameron, K., & Freeman, S. (1991). Cultural congruence, strength and type: Relationships of
effectiveness. In W. Pasmore, & R, Woodman, (Eds.), Research in organizational change

and development (pp. 23-58). Greenwich, CT: JAI Press.

74



Cameron, K. S. and Quinn, R. E. (2006). Diagnosing and Changing Organizational Culture:
Based on the Competing Values Framework, Revised edition, The Jossey-Bass business &
management series.

Cameron, K., & Quinn, R. (1999). Diagnosing and changing organizational culture. Reading,
MA: Addison-Wesley.

Cameron, K., & Quinn, R. (2011). Diagnosing and changing organizational culture: Based on the
competing values framework (3rded.). San Francisco, CA: Jossey-Bass.

Clark, A.E. (1997). Job satisfaction and gender: Why are women so happy at work? Labor
Economics, 4, 341-372.

Coase, R., (1937). The Nature of the Firm. Economical [New Series]. 4: 386-405.

Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). Hillsdale, NJ:
Erlbaum.

Cohen, L., Manion, L., & Morrison, K. (2007). Research methods in education (6th ed.). London:

Rout ledge.

Deal, T., & Kennedy, A. (2000). Corporate cultures. The rites and rituals of corporate life. Perseus
Publishing.

Deal, T.E. (1985). The symbolism of effective schools. Elementary Schools Journal, Vol. 85, No.
5.

Delfgaauw, J.(2007). The effect of job satisfaction on job search: Not just whether, but. Also
where. Labor Economics, 14(3), 299-317.

Denison, D.R. (1990). Corporate culture and organizational effectiveness. New York: Wiley.
Development, 22 (8), 708-708.

Denison, R.D. and Neale, S.W. (2011). Denison organizational Survey Facilitator Guideline.
Denison consulting LLC.

Deshpande, R., & Webster, J.F. (1989). Organizational culture and marketing: Defining the
research agenda. The Journal of Marketing, 53(1), 3-15.

Dolan, S. and Lingham, T., (Ed). (2012). Introduction to International Organizational Behavior.
Logan Ltd

Durick, M. & Glisson, C. (1988). Predictors of job satisfaction and organizational commitment in

human service organizations. Administrative Science Quarterly, 31(1):61-81.

75



Ed, S. and Margy G. (2004). Understanding motivation and employee satisfaction from a clinical
engineering perspective.

Ellsworth, R., Hawley., D. & Mau, W.J. (2008). Job satisfaction and career persistence of
beginning teachers. International Journal of Educational Management, 22(1):48-61.

Evans, L. (1997). Understanding teacher morale and job satisfaction. Teaching and Teacher
Education, 13(8):831-845.

Falkenburg, K. & Schyns, B. (2007). Work satisfaction, organizational commitment and
withdrawal behaviors. Management Research News, 30(10):708-723.

Fatima, M. (2016). The impact of organizational types on the job satisfaction of employees.
Journal of Management and Business, 3(1):13-32.

Follet, M. (1926). The Giving of Orders. In H.C. Metcalf, ed., Scientific Foundations of Business
Administration. Baltimore: Williams & Wilkins.

Frances, R. (1986). Job and education level of company managers: Their relations with job
satisfaction. An International Review, 35, 513-531.

Frost, P., Moore, L., Louis, M., Lundberg, C., & Martin, J. (1985). Organizational culture.
Thousands Oaks, CA: SAGE.

Furnham, A. (2005). The psychology of behavior at work: the individual in the organization. (2nd
ed.). New York: Taylor and Francis.

Glassman, M., McAfee, R.B. & Quarstein, V.A. (1992). The situational occurrences theory of job
satisfaction. Human Relations, 45(8):859-874.

Green, J.(2000). A study of job satisfaction of community college chairpersons. Unpublished
doctoral thesis. Blacksburg, VA: Virginia Poly Technique Institute and State University.

Goodman, E., Zammuto, R., & Gifford, B. (2001). The competing values frame work:
Understanding the impact of organizational culture on the quality of work life.
Organization Development Journal, 19(3), 58-68.

Gregory, B.T., Harris, S.G., Armenakis, A. A., Shook, C. L. (2009), Organizational culture and
effectiveness: A Study of values, attitudes and organizational outcomes. Journal of
Business Research 62, 673-670.

Griffin, RW., &Moorhead, G. (2010). Organizational behavior: managing people and
organizations. (9th ed.). South-Western, USA: Cengage Learning.

76



Gull, S., & Azam, F. (2012). Impact of organizational culture type on job satisfaction level of
employees’ in different organizations of Lahore, Pakistan. International Journal of
Academic Research in Business and Social Sciences, 2(12): 97-112.

Gulick, L. (1937). Notes on the Theory of Organization. Paper on the Science of Administration
(pp. 3-34). New York: Institute of Public Administration.

Hackman, J.R. & Oldham, G.R. (1974).The job diagnostic survey: An instrument for thediagnosis
of jobs and the evaluation of job redesign projects. Yale University.

Hansson, M., Hasanen, L. & Hellgren, J. (2011). Goal setting and plant closure: when bad things
turn good. Economic and Industrial Democracy, 32(1):135-156.172

Harrison, R. and Stokes, H. (1992), Diagnosing organizational culture. San Francisco Jossey-
Brass.

Hartnell, C., Ou, A., and Kinicki, A. (2011). Organizational culture and organizational
effectiveness: A meta-analytic investigation of the competing values framework’s
theoretical suppositions. Journal of Applied Psychology 96 (4): 677-694.

Hellriegel, D. and Slocum J. (1974). Fundamentals of organizational behavior. Mason: Thomson
South-Western.

Herman, J.B. &Hulin, C.L. (1973). Managerial satisfactions: An investigation of Porter’s Need
Deficiency Scales. Journal of Applied Psychology, 57(2), 118-124.

Herzberg, F. (1966). Work and the nature of man. Cleveland, OH: The World Publishing
Company.

Herzberg, F. (1993).Relevancy in the Test of Motivator. Journal of Applied Psychology, 55(1).

Herzberg, F., Mausner, B.,& Snyderman, B. (1959). The motivation to work. (2nd ed.). New York:
John Wiley & Sons.

Hickson, C. & Oshagbemi, T. (1999). The effect of age on the satisfaction of academics with
teaching and research. International Journal of Social Economics, 26(4): 537-544.
Hofstede, G. (1998), Identifying organizational subcultures: An empirical approach. Journal of

Management Studies Vol. 35, No. 1.

Hofstede, G., Neuijen, B., Ohayv, D., & Sanders, G. (1990). Measuring organizational cultures: A
qualitative and quantitative study across twenty cases. Administrative Science Quarterly,
35(2), 286-316.

77



Hongying, S. (2008). Literature review of teacher job satisfaction. Chinese Education and Society,
40(5):11-16.

Hoy, W.K. & Miskel, C.E. (1996). Educational administration: theory, research, and practice. (5th
ed.). New York: McGraw-Hill

Jensen, M. and Meckling, W. (1976). Theory of the Firm: Managerial Behavior, Agency Costs,
and Ownership Structure. Journal of Financial Economics, 3: 305-360.

Johnson, B., & Christensen L. (2008). Educational research: Quantitative, qualitative, and mixed
approach. India: Sage Publication Pvt.

Jones, G. and George, J. (2006) Contemporary Management. 4thed. New York: McGraw- Hill.

Josias, B.A. (2005). The relationship between job satisfaction and absenteeism in a selected field
services section within an electricity utility in the Western Cape. South Africa.

Jyoti, J. & Sharma, R.D. (2009). Job satisfaction of university teachers: an empirical study. Journal
of Services Research, 9(2):51-80.

Kannan, R. (2005). Theories of motivation - J Stacey Adams - equity theory on motivation.
Available at: www.geocities.com/kstability/learning/management/equity.htm. Accessed
on 12 December 2010.

Katz, D. and Kahn, R. (1966). The Social Psychology of Organizations. New York: Wiley.

Kim, S. (2005). Gender differences in job satisfaction of public employees: a study of Seoul
Metropolitan government, Korea. Sex Roles, 52(9/10):667-681.174

Kline T.J.B and Boyd J.E. (1994) Organizational structure, Context and Climate, Their
relationship to job satisfaction at three management levels, Journal of psychology.

Koberg., C.S., and Chusmir, L.H. (1987), Organizational culture relationships with creativity and
other job-related variables. Journal of Business Research 15, p.397-409

Kotter, J. P. and J. L. Heskett (1992). Corporate culture and performance. New York: Free Press.

Koustelios, AD. (2001). Personal characteristics and job satisfaction of Greek teachers. The
International Journal of Educational Management, 15(7):354-358.

Ladebo, O.J. (2005). Effects of work-related attitudes on the intention to leave the profession: an
examination of school teachers in Nigeria. Educational Management Administration and
Leadership, 33(3):355-369.

Latham, G.P. & Locke, EA. (2002). Building a practically useful theory of goal setting and task
motivation. American Psychologist, 59(7):705-717.

78



Leech, N.L. & Onwuegbuzie, A.J. (2009). An array of qualitative data analysis tools: a call for

data analysis triangulation. School Psychology Quarterly, 22(4):557-584.

Li, X.Z. (2013). Organizational culture and employee satisfaction:An exploratory study.
International Journal of Trade, Economics and Finance , 4(1):48-54.

Locke, E.A. (1969). What is job satisfaction? Organisational Behaviour and Human Performance,
4:309-336.

Locke. E.A. (1975). The Nature and Causes of Job Satisfaction. Handbook of Industrial and
Organizational Psychology; NY: John Willey.

Lok, P. & Crawford, J. (2004). The effect of organizational culture and leadership style on job
satisfaction and organizational commitment: A cross national comparison. Journal of
Management Development, 23 (4), 321- 338.

Long, A. (2005), Manzo-Ramos’(1997).Happy ever after? A study of job satisfaction inAustralia.
The Economic Record, 81(255), 303-321.

Loscocco, K.A. (1990). Reactions to blue collar work: A comparison of women and men. Workand
Occupations, 17(2), 152-178.

Lukas, C., Mohr, D., and Meterko, M. (2009). Team effectiveness and organizational context in
the implementation of a clinical innovation. Quality Management in Health Care 18 (1):25-
39.

Lund, D. (2003). Organizational culture and job satisfaction. Journal of Business &Industrial

Marketing, 18(3), 219-36.

Maclntosh, E.W., & Doherty, A. (2010). The influence of organizational culture on job satisfaction
and intention to leave. Sport Management Review, 13(2), 106-117.

Maslow, A. (1943). A Theory of Human Motivation. Psychological Review, 50, 370-396.

Maslow A. H. (1954). Motivation and Personality. New York: Harper and Row Publishers.

Maslowsk, R. (2001), School Culture and School Performance, Enschede: University of Twente.

McGregor, D. (1957). The Human Side of Enterprise. Management Review. 46, 22-28, 88-92.

McMillan, J.H. & Schumacher, S. (2010). Research in education: Evidence-based research (7th

ed.). Boston: Pearson.

Meron Getachew (2015). The relationship among organizational culture, change and job

satisfaction at United Nations Economic Commissions for Africa. Un published MA thesis,
AAU.

79



Mertler C.A. (2002). Job satisfaction and perception of motivation among middle and high school
teachers. American Secondary Education, 31: 43-53.

Meterko, M., Mohr, D., and Young G. (2004). Teamwork culture and patient satisfaction in
hospitals. Medical Care 42 (5): 492-498.

Miner, J.B. (2005). Organizational behavior. Essential theories of motivation and leadership. New

York: ME. Sharpe, Inc.

Mullins, L. J. (1999). Management and Organizational Behavior (5th ed). NY: Prentice-Hall.

Mullins, L. J. (2004). Management and Organizational Behavior. (7th ed.). London: Prentice Hall.

Oshagbemi, T. (2000). Gender differences in the job satisfaction of university teachers. Women in
Management Review, 15(7):331-343.177

Ojo, O. (2010). Organizational culture and corporate performance: Empirical evidence from
Nigeria. Journal of Business Systems, Governance and Ethics, 5(2), 1-12.

Okpara, J.0. (2006). Gender and the relationship between perceived fairness in pay, promotion,
and job satisfaction in a Sub-Saharan African economy. Women in Management Review,
21(3):224-240.

O’Malley, M. (2000). Creating Commitment: How to Attract and Retain Talented Employees by
Building Relationships that Last? NY: John Wiley.

Ott, J., Parkes, S., and Simpson, R. (2008). Classic Readings in Organizational Behavior, 4"ed.
Belmont: Wadsworth/Thomson.

Papanastasiou E. and Zembylas M. (2006). Sources of teacher job satisfaction and dissatisfaction
in Cyprus. Compare, 36(2): 229-247.

Peters, T., & Waterman, R. (2004). In search of excellence: Lessons from America's best-run
companies (2nd ed.). London: Profile Books.

Perrachione, B.A., Petersen, G.J. & Rosser, V.J. (2008). Why do they stay? Elementary teachers’
perceptions of job satisfaction and retention. The Professional Educator, 32(2):25-41

Pors, N.O. (2003). Job Satisfaction among library managers: A cross-cultural study of stress,
freedom and job conditions,104, 464-472.

Quinn, R., and Spreitzer, G. (1991). The psychometrics of the competing values culture instrument
and an analysis of the impact of organizational culture on quality of life. In Research in
Organization Change and Development, Vol. 5, Edited by Woodman R. and Passmore W.,
23-58. Greenwich, CT: JAI Press.

80



Robbins, S. (1989) Organizational behavior (8"ed.). New Jersey: Prentice. Hall International, Inc.,
Upper Saddle, River.

Robbins S.P. (2009). Organizational behavior: global and South African perspectives. (13th ed.).
Cape Town: Pearson Education.

Rousseau, D.M. (1990), “Assessing Organizational Culture: The Case for Multiple Methods” In:
Schneider, B. (ed), Organizational Climate and Culture Oxford: Tossoy-Bass.

Saatchi (2003) ... The simmering feud between Damien Hirst and Charles Saatchi, the two circus
masters of Britart, ... Thursday 27 November 2003 07.38 EST.

Saiyadain M. (2007). Human resource management. New Delhi: Tata McGraw Hill

San P.J., & Kim, T. (2009). Do types of organizational culture matter in nurse job satisfaction and
turnover intention? Leadership in Health Services, 22(1), 20-38.

Sawner, T. (2000). An empirical investigation of the relationship between organizational culture
and organizational performance in a large public sector organization, PhD thesis,
Washington, DC: The George Washington University/

Schein, E. (1985). Organizational culture and leadership: A dynamic view. San Francisco, CA:
Jossey-Bass Publishers.

Schmidt, S.W. (2007). The relationship between satisfaction with workplace training and overall
job satisfaction. Human Resource Development Quarterly, 18(4):481-498.

Schneider, B. and Reicher, A. E. (1983). Person Psych, 36: 19-37.

Sempane, M., Rieger, H., &Roodt, G. (2002). Job satisfaction in relation to organisational culture.
SA Journal of Industrial Psychology , 28(2), 23-30.

Silverthorne, C. (2004). The impact of organizational culture and person-organization fit on
organizational commitment and job satisfaction in Taiwan. Leadership & Organization
Development Journal, 25(7): 592-599.

Spector, P.E. (1985). Measurement of human service staff satisfaction: development of the job
satisfaction survey. American Journal of Community Psychology, 13(6):693-713.

(1997). Job satisfaction: Application, assessment, cause, and consequences, Upper
Saddle River, NJ: SAGE.
(2003). Industrial and organizational psychology: Research and practice(3"ed.). New
York, NY: John Wiley & Sons.

81



Snipes, R.L., Oswald, S.L., LaTour, M., & Armenakis, A.A. (2005). The effects of specific job
satisfaction facets on customer perceptions of service quality: an employee-level analysis.
Journal of Business Research, 58: 1330- 1339.

Steyn G.M. (2002). A theoretical analysis of educator motivation and morale. Available at:
http://uir.unisa.ac.za/dspace/bitstream/10500/237/1/ar_steyn_theoreticalanalysis.pdf.

Schein, E. (1984). Coming to a new awareness of organizational culture. Sloan Management
Review 25 (2): 3-16.

The Certified Accountant (2008). Expectancy theory: motivate your team by linking effort with
outcome. Fourth quarter, issue number 36. Available at
http://www.lacpa.org.lb/Includes/Images/Docs/TC/TC341.pdf. Accessed on 31 January
2011

Theron, A.L. (1999). Perspectives on General and Work Behavior. Psychology in the Work
Context; Johannesburg: International Thomson.

Thompson, J. (1967). Organizations in Action. New York: McGraw-Hill.

Tossi, L.H. and Rizzo, R.J. (2000). Managing Organizational Cultural Behavior London:
Blackwell Publishers Ltd.

Taylor, F. (1916). The Principles of Scientific Management: Bulletin of the Taylor Society. An
Abstract of an address given by the late Dr. Taylor before the Cleveland Advertising Club,
March 3, 1915.

Van Saane, N., Sluiter, J., Verbeek, J., & Frings-Dresen, M. (2003), Reliability and validity of
instruments measuring job satisfaction: A systematic review. Journal of Occupational
Medicine, 53(3), 191-200.

Vroom, V.H. (1964) Work and Motivation. New York: John Wiley and Sons, Inc.

Williamson, O. (1981). The Economics of Organization: The Transaction Cost Approach.
American Journal of Sociology, 87: 548-577.

Ying, L., and Ahmad, K. (2009). The moderating effects of organizational culture on the
relationships between leadership behavior and organizational commitment and between
organizational commitment and job satisfaction and performance. Leadership and

Organization Development Journal 30 (1): 53-86.

82



Zhang, X., & Li, B. (2013). Organizational culture and employee satisfaction: An exploratory

study. International Journal of Trade, Economics and Finance, 4(1): 48-54.

PAQ. KT8OP (2011). PIPCIPC W HR OCUPHG hA100C (35 MHIP) QCACE T8 91010 LCoF

83



ApprendicesS



APPENDIX A

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 purpose i.e. for the requirement of second degree in Human Resource
Management. Hence, your responses will be kept confidential. The soundness and the
validity of the findings highly depend on your genuine responses. Therefore, | kindly
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. Certificaf | B.Diplomd | C.BA/BSC |
D.MA/MSC | | E.PhD [ | F.Ifany, Please specify
3. Year of service in the organization

A.2-5years] | B.6-10years| | C.Above 10years | |
Part I1. Diagnosing Institutional Culture in your Organization

This part of the questionnaire consists of items taken from the Organizational Culture Assessment
Instrument (OCAI). The main purpose of the instrument is to assess six key dimensions of
institutional culture in your organization i.e. dominant characteristics, institutional leadership,
management of employee, organizational glue, strategic emphasis, criteria of success. Judge how
frequently each statement fits the institutional culture in your organization. Use the following
rating scale, and put “~” mark for each rating. 1: Strongly Disagree, 2: Disagree, 3:Undecided, 4:
Agree and 5: Strongly Agree

1 Dominant Characteristics 1123|415

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 1123415

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 1123415

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 unigueness.

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

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

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

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 111 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 = Strongly
Disagree 2 = Disagree 3 = Undecided 4 = Agree 5 = Strongly Agree

0 | ltem 112(3]4|5
| definitely like my job

I like my job better than the average workers do
Most days, | am enthusiastic about my job

| find real enjoyment in my job

| feel fairly well satisfied with my job

glswN|k| =




APPENDIX B
Addis Ababa University

School of Commerce
Human Resource Management
Interview with management and Employee Representatives
. Personal Information
Sex:
Age:

Position:

Experience:

Qualification:

1. 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, institutional leadership, management of employee, 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 dimensions are 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 level of employee’s job satisfaction in relation with existing
culture satisfied/dissatisfied?

8. What are your reasons to say employees are satisfied or not?



Appendix C
Reliability

[DataSetl] C:\Users\user\AppData\Local\Temp\My research SPSS.sav

Scale: ALL VARIABLES

Case Processing Summary

N %
Valid 10 100.0
Cases  Excluded? 0 0.0
Total 10 100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics

Cronbach's N of Items
Alpha

794 4




Appendix D
Reliability

[DataSetl] C:\Users\user\AppData\Local\Temp\My research SPSS.sav

Scale: ALL VARIABLES

Case Processing Summary

N %
Valid 10 100.0
Cases  Excluded? 0 0.0
Total 10 100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics

Cronbach's N of Items
Alpha

.849 4




Appendix E
Reliability

[DataSetl] C:\Users\user\AppData\Local\Temp\My research SPSS.sav

Scale: ALL VARIABLES

Case Processing Summary

N %
Valid 10 100.0
Cases  Excluded? 0 0.0
Total 10 100.0

a. List wise deletion based on all variables in the
procedure.

Reliability Statistics

Cronbach's N of Items
Alpha

.761 4




Appendix F
Reliability

[DataSetl] C:\Users\user\AppData\Local\Temp\My research SPSS.sav

Scale: ALL VARIABLES

Case Processing Summary

N %
Valid 10 100.0
Cases  Excluded? 0 0.0
Total 10 100.0

a. List wise deletion based on all variables in the
procedure.

Reliability Statistics

Cronbach's N of Items
Alpha

725 4




Appendix G
Reliability

[DataSetl] C:\Users\user\AppData\Local\Temp\My research SPSS.sav

Scale: ALL VARIABLES

Case Processing Summary

N %
Valid 10 100.0
Cases  Excluded? 0 0.0
Total 10 100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics

Cronbach's N of Items
Alpha

.856 4




Appendix H
Reliability

[DataSetl] C:\Users\user\AppData\Local\Temp\My research SPSS.sav

Scale: ALL VARIABLES

Case Processing Summary

N %
Valid 10 100.0
Cases  Excluded? 0 0.0
Total 10 100.0

a. List wise deletion based on all variables in the
procedure.

Reliability Statistics

Cronbach's N of Items
Alpha

.868 5




Appendix |
Reliability

[DataSetl] C:\Users\user\AppData\Local\Temp\My research SPSS.sav

Scale: ALL VARIABLES

Case Processing Summary

N %
Valid 10 100.0
Cases  Excluded? 0 0.0
Total 10 100.0

a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics

Cronbach's N of Items
Alpha

.885 4
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