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ABSTRACT

The main purpose of the study was to examine the impact of organizational culture on employees’
job satisfaction at the Ethiopian Conformity Assessment Enterprise (ECAE). Specifically, the study
sought to identify the dominant organizational culture, assess the relationship between
organizational culture dimensions and job satisfaction, determine the culture type with the greatest
influence on job satisfaction, and evaluate the level of employees’ job satisfaction. The study
employed a quantitative research approach using descriptive and explanatory research designs.
Primary data were collected through structured questionnaires distributed to ECAE employees
located at head quarter. The questionnaire was distributed to 118 and from them 112 valid responses
were obtained, it accounts 94.9% response rate. The Organizational Culture Assessment Instrument
(OCAI) based on the Competing Values Framework (CVF) was used to measure the Organizational
culture. IBM SPSS version 27 was used to analyze the gathered data using multiple linear regression
analysis, Pearson correlation analysis, and descriptive statistics. According to the findings, the
Market Culture was the dominant organizational culture type in ECAE, whereas the overall level of
employee job satisfaction was moderate. Correlation analysis showed that each organizational
culture had a statistically significant impact on job satisfaction and had a positive impact on it.
However, the other analysis which is regression analysis indicated Hierarchy Culture (B = 0.426, p
< 0.001) had the strongest influence and clan culture (B = 0.398, p < 0.001) had also statistically
significant effects on job satisfaction. However, the Market Culture (p = 0.002, p = 0.980) and
Adhocracy Culture (f = 0.049, p = 0.619) hadn’t any significant effects on job satisfaction in the
enterprise. As the result shows in the ECAE organizational culture affects employee job satisfaction
significantly, the finding of this study is critical for organizations that want to know how satisfied
their employees are with their jobs. At ECAE, a collaborative and well-organized working
environment plays an important role in improving employee satisfaction. Therefore, the study
recommends strengthening clan-oriented and hierarchy-oriented cultural practices, as they can help

improve employee job satisfaction and enhance overall organizational effectiveness.

Keywords: - Clan Culture, Adhocracy Culture, Market, Culture, Organizational Culture, Job

Satisfaction
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CHAPTER ONE

INTRODUCTION

1.1. Background of the Study

Organizational culture has become one of the most important topics in management and
organizational behavior because of its strong influence on employee performance, motivation, and
job satisfaction. It shapes how employees work, interact with one another, and understand their
roles within the organization (Alvesson & Sveningsson, 2016). Today, many organizations
recognize culture as a key factor in achieving institutional success and maintaining employee

engagement.

Recent studies define and explain organization culture from sociological and anthropological
perspectives. Some scholars in this field view culture as something an organization possesses,
while others see it as something the organization itself represents through shared values, beliefs,
and practices (Hatch, 2018). These perspectives help scholars to understand how culture creates

meaning for employees and influences their workplace experiences.

Among the most widely used approaches to understanding organizational culture is Cameron and
Quinn’s (2006) Competing Values Framework, which is classified organizational culture into four
main types: clan culture, adhocracy culture, hierarchy culture, and market culture. Each culture
type affects employee’s satisfaction and behavior differently. For instance, market culture places
greater emphasis on competition, innovation, productivity, results, and achieving results, on the

other hand Clan culture encourages teamwork, participation, loyalty, and transparency.

Job satisfaction is strongly tied to organizational culture as it refers to how employees evaluate
and feel about their jobs and work environment (Judge et al., 2017). Employees are become more
satisfied, committed, satisfied, and productive when their values align with the organization values
and practices. Recent research also says that employees become satisfied when they feel
organization values and recognized their work, and contribution (Eviana, 2024; Hassanein et al.,

2025).
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In Ethiopia, as different academics and researches examined, the influence of organizational
culture on job satisfaction had a significant impact on job satisfaction. These are examined in
different sectors and the result shows the research organization culture and job satisfaction was a
little behind. However, the leadership style, open communication, shared values, and the
participation in decision making had a strong influence on Ethiopian employees’ job satisfaction
(Araya, 2022; Dawit Abraha, 2020; Endalew & Bhagwat, 2025; Tihtina Abebe, 2024). Clan and
Adhocracy cultures accounts 30-55% in higher education and public organizations, which shows
variance in satisfaction, highlighting the role of positive environments in fostering engagement
(Araya, 2022; Dawit Abraha, 2020). Across different sectors, organizational culture plays a crucial
role in enhancing employee job satisfaction. For instance, in the bank sector the employees feel
more connected to their job when the organizational mission aligned with their values. Clan culture
is more effective to had a higher job satisfaction in the hospital (Endalew & Bhagwat, 2025;
Gezahegn Badeg & Murthy, 2025; Tihtina Abebe, 2024).

Ethiopian Conformity Assessment Enterprise (ECAE) is a state-owned enterprise managed by the
Ministry of Trade and Regional Integration. It was founded in 2011. ECAE at present is the major
conformity assessment enterprise in the country providing; Testing laboratory, Inspection,
Certification services, Laboratory chemicals and Equipment supply, PVoC, and on-job training
services to the manufacturing industries, exporters, importers, regulatory bodies, and to the other
service providers. Its primary facilities are located at head office in Addis Ababa, and it also has

nine branch offices across the country.

1.2. Statement of the Problem

The public sector is one of the most pertinent service sectors which is directly affects the customer
satisfaction by its service whether it is good or not. Understanding the organizational culture of
this sector and addressing the challenges would help the sector to improve its service delivery and

the effectiveness and efficiency of the organization.

For organizational to achieve long-term success and sustainable development, it is very crucial to
establish and build a positive organizational culture that enhance employee job satisfaction.
Whenever employees dissatisfied on the workplace culture their commitment, motivation, and

contributed to organizational goals decline. Studies also says that higher levels of job satisfaction
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enhance innovation, creativity and performance (A. Jameel et al., 2025). Moreover, employee
satisfaction enhances key outcomes such as service quality and retention by reducing turnover
intentions and strengthening organizational commitment (Asgeirsson et al., 2026; Dzambi¢ et al.,
2025). Positive job satisfaction is also linked to improved psychological and physical well-being,
enabling employees to adapt, engage more deeply in their roles, and cope effectively with work

demands (Maha Putra & Nasution, 2024; Yang et al., 2024).

In Ethiopian Conformity Assessment Enterprise (ECAE), where the technical knowledge and
experience are crucial, cannot be sustainable under losses of key technical personnel. In ECAE,
however the turnover is low, there is technical personnel turnover. This has had a major impact on
available expertise and competence despite the recruitment of new personnel. The data obtained
from clients, regulators, business associations and sector specific institutions consistently indicated
doubt regarding the competence, expertise, and experience of ECAE’s technical personnel. This
is probably as a result of the year-on-year losses in technical personnel, which inevitable destroys
enterprise knowledge and expertise specifically on core operation areas, i.e., certification,

inspection, and testing services.

Several empirical studies in Ethiopia have investigated relationship of organizational culture and
job satisfaction, particularly in public institutions and service-oriented organizations. Recent
research shows that supportive and employee-focused cultural dimensions such as clan and
adhocracy cultures are positively associated with higher levels of job satisfaction, as these cultures
promote participation, flexibility, and open communication (Araya, 2022; Tihtina Abebe, 2024).
Conversely, cultures characterized by rigid hierarchy and excessive formalization have been linked
to lower satisfaction and reduced employee engagement (Endalew & Bhagwat, 2025). These
findings underscore the importance of diagnosing and understanding the prevailing organizational
culture since adaptive and employee-centered cultural practices can enhance satisfaction, service

delivery, and workforce retention while control-oriented cultures may inhibit these outcomes.

Organizational culture varies among different organizations, and grasping the current cultural
landscape is vital for promoting employee contentment, productivity, and overall effectiveness of
the organization. Studies conducted in Ethiopia indicate that encouraging and flexible cultures,
such as clan and adhocracy, often improve employee engagement and satisfaction, while inflexible

hierarchical cultures can hinder motivation and commitment among employees (Araya, 2022;
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Endalew & Bhagwat, 2025; Tihtina Abebe, 2024). However, despite these findings, there has been
no empirical research specifically examining the link between employee job satisfaction and
organizational culture within the Ethiopian Conformity Assessment Enterprise (ECAE). This issue
is crucial for ECAE because ECAE heavily depends on technical and experienced professionals
and experts. It is known that to satisfy, engaged, maintain such professionals and provide quality
and reliable conformity assessment services, i.e., certification, laboratory testing, inspection,
chemical and equipment supply service, on-job training services. When experienced professionals
and experts leave the enterprise, valuable knowledge and expertise are lost, which can affect
enterprise operational efficiency, regulatory compliance, and client confidence in the enterprise’s

conformity assessment services.

Organizational culture is widely recognized as one of the key factors influencing employee job
satisfaction and organizational performance. A supportive and motivating culture can enhance
employee commitment, increase productivity, and reduce turnover intentions (Cameron & Quinn,
2006; Robbins & Judge, 2024). Despite the growing body of international literature on the
relationship between organizational culture and employee job satisfaction, empirical evidence in
Ethiopia remains limited, particularly within public enterprises. Existing studies in Ethiopia have
mainly focused on private organizations, higher education institutions, and selected public
organizations (Dawit Abraha, 2020; Mengistie, 2019; Semene, 2018). Consequently, there is
inadequate empirical evidence regarding the dominant organizational culture dimensions and their
influence on employee job satisfaction within the Ethiopian Conformity Assessment Enterprise

(ECAE).

This lack of empirical evidence constitutes a contextual and knowledge gap, particularly given
ECAE's dependence on highly skilled and experienced technical professionals whose retention and
motivation are critical for maintaining service quality, organizational competence, and client
confidence. Despite concerns regarding the loss of experienced personnel and its impact on
organizational knowledge and expertise, it remains unclear which organizational culture
dimensions prevail within ECAE and how they affect employees' job satisfaction. Therefore, this
study seeks to fill this gap by investigating the effect of organizational culture dimensions on

employee job satisfaction at ECAE Head Office using the Competing Values Framework.

15| Page



1.3. Research Questions

» What type of organizational culture (i.e., clan culture, adhocracy culture, market
culture, or hierarchy culture) is dominant in the Ethiopian Conformity Assessment

Enterprise (ECAE)?

» Which type of organizational culture has the strongest influence on employees’ job

satisfaction in the Ethiopian Conformity Assessment Enterprise (ECAE)?

> Is there a significant relationship between the organizational culture and
employees’ job satisfaction in the Ethiopian Conformity Assessment Enterprise

(ECAE)?

» What is the level of employees’ job satisfaction in the Ethiopian Conformity
Assessment Enterprise (ECAE)?

1.4. Objectives of the Study

1.4.1. General objective of the study

The study aims to examine organizational culture impact on job satisfaction of employees in

Ethiopian Conformity Assessment Enterprise (ECAE).

1.4.2. Specific Objectives of the Study

» To identify the dominant existing organizational culture in the Ethiopian Conformity

Assessment Enterprise (ECAE).

» To examine organizational culture and employees’ job satisfaction relationship in the

Ethiopian Conformity Assessment Enterprise (ECAE).

» To determine which type of organizational culture has the greatest influence on
employees’ job satisfaction in the Ethiopian Conformity Assessment Enterprise

(ECAE).

» To examine the level of job satisfaction in the Ethiopian Conformity Assessment

Enterprise (ECAE).
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1.5. Scope of the Study

The study emphases on ECAE employees working at head office and examines the main
dimensions of enterprise culture, including clan culture, adhocracy culture, hierarchy culture, and
market culture, as well as overall ECAE employee job satisfaction. The study seeks to provide a
better understanding of how ECAE enterprise culture influences employee engagement, job

satisfaction, and overall enterprise performance.
1.6. Significance of the Study

The findings of this study are important for conformity assessment body, service providers, public
institutions in general, and particularly for the ECAE. The research provides important insights
into the existing enterprise culture and the level of employee job satisfaction within the enterprise.
These insights can help ECAE managements on improving and enhancing conformity assessment

service quality, increase productivity, and strengthen employee engagement and commitment.

Furthermore, the study can serve as a useful reference for future researchers and scholars
interesting in examining the relationship and impact of organizational culture and employee job
satisfaction. It also contributes to the growing body of knowledge and literature on organizational

culture in the Ethiopian public sector context.
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CHAPTER TWO

REVIEW OF THE RELATED LITERATURE

This chapter reviews the relevant theoretical and empirical literature on organizational culture and
employee job satisfaction. It discusses the concept of organizational culture and examines major
models proposed by scholars such as Deal and Kennedy, Charles Handy, Edgar Schein, and
Denison. The chapter also addresses the types of organizational culture, including strong and weak
cultures, and explains the Competing Values Framework, which classifies organizational culture
into four categories: clan, adhocracy, market, and hierarchy cultures (Cameron & Quinn, 2011).
In addition, the chapter reviews the concept, importance, and dimensions of job satisfaction and
examines the extent of the link organizational culture and employee job satisfaction had based on
previous empirical studies. The conceptual framework that demonstrates the connection between
organizational culture aspects as independent variables and employee job satisfaction as the

dependent variable directing the investigation is finally presented in this chapter.

2.1. Theoretical Review

2.1.1. Organizational Culture

Organizational culture is a broad concept that has been developed from various fields like
organizational psychology, social psychology, anthropology, and management studies. Many
scholars have tried to define organizational culture in different ways. Organizational can be
defined as the shared values, norms, beliefs, and assumptions which shapes the behaviour and
interactions of members within an organization. According to Schein (2010) and Robbins and
Judge (2019), organizational culture is described as a system of shared meanings that guides how
employees interact, make decisions, and pursue organizational goal which is developed over time
through collective experiences and integrated with practices, symbols, rituals, and leadership

styles, giving the organization its unique character. (Robbins & Judge, 2019; Schein, 2010).

Studies show that employee is highly affected by organizational culture on their behaviour,
innovation, performance, as well as adaptability of their organization. That means, organizational
culture had an impact on organizational outcomes by shaping the employees’ psychology and their

working behaviours (Hartnell et al., 2011). Lok and Crawford (2021) also emphasized employees
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well-being and organizational effectiveness are directly impacted by the culture revealed through
leadership, communication practices, and behavioural norms (Lok & Crawford, 1999). Schein
(2010) classified culture in three levels: observable artifacts, espoused values, and underlying
assumptions. Design, symbols, and policies elements are included in an artifacts level; decision-
making guiding principles for espoused values level; and deeply held ideas that frequently have
an unconscious impact on behaviour are categorized at the level of underlying assumptions

(Schein, 2010).

The competing Values Framework (CVF) developed by Cameron and Quinn (2006), a widely used
and validated tool in contemporary research (Helfrich et al., 2007) are used to assess organizational
culture. This framework divides organizational culture in to four types. These are clan culture,
adhocracy culture, market culture, and hierarchy culture. The clan culture mostly focuses on
employee teamwork and participation in their organization. Employee innovation enhancement
and flexibility are exercised in the adhocracy culture implemented organization. The competition
and organizational achievement represented by market organizational culture. In the hierarchy
culture type, the values are stable and there is control system in the organization. This framework
and cultural type provide to researcher and management of the organization to understand how
various cultural orientations affect employees’ actions, their behaviour and decision making, as

well as general organizational performance.
2.1.2. Models of Organizational Culture

Organizational culture frameworks have been shaped by common values, assumptions, and beliefs
which contribute to a strong organizational identity, according to several well-known culture
models that have evolved over time, including the Deal and Kennedy model, the Charles Handy
cultural typology, as well as Edgar Schein model. The ongoing studies continued assessing the
impact of cultural patterns on organizational behavior and effectiveness. The impact of cultural
patterns on which explain how cultural patterns influence organizational behavior and
effectiveness. The other organizational model, which is Denison organizational culture model, has
been also used widely to examine the connection between performance results and organizational
culture. These models highlight how important it is to align employee values and mission in order
to achieve organizational success and enhance overall performance (D. Denison et al., 2014;

Schein & Schein, 2017).
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2.1.2.1. Deal and Kennedy model

This model was created by Deal and Kennedy and used two important dimensions to explain
organizational culture. The first dimension is the level of risk involved in organizational activities
and the second is the speed of feedback employees receive regarding their actions. By using these
dimensions, they classified organizational culture into four major types: Work Hard culture, Bet
Your Company culture, Process culture, and Tough Guy culture. Organizations’ responses to
uncertainty, decision-making, and performance expectations are explained by these cultural types

(Deal & Kennedy, 1982; Robbins & Judge, 2019).

The Tough Guy culture is characterized by emotional stoicism, hyper-competitiveness, as well
as high risk taking. Employees working in this environment are expected to act quickly and mostly
take a big risk without evaluating the long-term impact on mental or physical safety. A highly
competitive and demanding environment is created by the nearly instantaneous visibility of
performance results. High achievers (performers) can receive big rewards despite the pressure that
comes with this culture. Because of the fast-paced nature of their activities, financial trading
organizations like stock brockage firms frequently exhibit traits of this culture (Deal & Kennedy,
1982).

The Work Hard culture, sometimes referred to as Work Hard Play Hard culture. This culture
type main characterized by its low risk (relatively) but rapid feedback which motivates employees
to be more energetic and enthusiastic to achieve an organization target. Organizations operating
with this kind of culture type would provide an excellent customer service and have a strong sales
result. This culture type mostly implemented in sales-oriented organizations, where success

depends on continual efforts as well as client or customer engagement (Deal & Kennedy, 1982).

The Bet Your Company culture, the organization who implemented this culture type could take
several years to see the fruit and outcome. This culture type mostly linked with slow feedback with
high risk. This culture is mostly implemented in construction, infrastructure development, and
large-scale technical innovation sectors as their project life time is long. Careful planning and
strategic thinking are required in such sectors as the results are delayed because of the decision-

making processes (Deal & Kennedy, 1982).

As the name implies, employees in a working environment with a Process culture focus mainly
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on procedures and methods over results and outcomes. Success of the organization is measured by
how well the established rules and processes are followed by employees in the organization. This
culture type mostly implemented in the government institutions and large administrative

organizations (Deal & Kennedy, 1982).
2.1.2.2. Charles Handy Concept

Charles Handy prepared a well-known model to illustrate the relationship organizational structure
and culture had by categorizing organizational culture in to 4 (four). These culture types shape the
relationships of authority, the processes of decision making, and interaction pattern within the
organizations. The Charles Handy culture types are Power Culture, Role Culture, Task Culture,
and Person Culture (Handy, 1999; Mullins & McLean, 2019). These culture types are explained in

detail as follows: -

e Power culture: Power culture, one of Charles Handy’s organizational culture types, is
characterized by centralized authority and decision-making concentrated in the hands of a
few individuals. It is commonly found in small or entrepreneurial organizations, where
flexibility and rapid decision-making are essential. As a result, personal influence was seen

more than formal rules and procedural bureaucracy (Handy, 1999).

e Role culture: This culture type is mainly exercised in large and highly structured
organizations. The authority is not on individuals’ hand rather it is applied on formal
positions through clearly set responsibilities, defined roles, procedures, and hierarchical
relationships which ensures stability and predictability of the organization. However, this
culture may have its own negative impact on creativity, innovation as well as it may decline

or slow down organizational adaptation (Handy, 1999; Mullins & McLean, 2019).

e Task culture: This culture type encourages teamwork and focus on completion of tasks.
Mixed efforts, both individual and team work, exerted and the authority is given to whom
who had competencies. To achieve organizational goals, power is distributed to individual
who use the knowledge and skills within the team. This culture mainly exercises on project-
based organizations where teamwork, collaboration, and problem solving are important for

their achievement (Handy, 1999).
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e Person culture: This culture gives high priority to individual than the organization. The
main purpose of the organization existence is to help the interest and growth of
professionals and expertise. In the organization where personal culture was exercise, the
power and authority are governed by individual expertise and mutual respect than
hierarchical control. Mostly such type of culture is implemented in consulting firms, legal

offices, and also academic institutions (Handy, 1999; Mullins & McLean, 2019).
2.1.2.3. Edgar Schein model

Edgar Schein model is one of the organizational culture models prepared by Edgar Schein. The
model tries to show and provides an important concept on organizational behavior focusing on
creativity (Schein, 1984). Schein find out that the external adaptation and internal integration
challenges are solved by a shared knowledge learning through time by individual members in the
organization. On this model, the fundamental ideas and assumptions developed by a group to solve
problems considered as an organization culture. Edgar Schein identifies three interrelated levels,
namely artifacts, values, and underlying assumptions, for his model. According to Schein,
physical structures of the organization, office equipment, the systems implemented in the
organization to motivate employees, like the rewarding system, dressing codes, and observable
interactions among employees and stakeholders is categorized under artifacts. Under the Values,
there are organization mission, vision, goals, strategies, and other guiding principles of employee
behavior and decision-making procedures. The deepest and the last level of this culture model is
basic assumptions. This level focuses on perceptions and unconscious beliefs of employees on
their interpretation experiences, decision making, as well as their interaction within the

organization (Schein, 1984).

According to Schein (1984), organizational culture is important because it determines the
organization’s strategy, operational effectiveness, and the ability to innovate. If culture supports
organization to achieve its goals and enables them to adaptation the external environment, it is
considered as effective. Organizational culture must be intentionally created and implemented to

enhance innovation and creativity though by collaborating and learning within the teamwork.
2.1.2.4. Denison organizational culture dimension

The Denison organizational culture model mainly focuses on organizational performance and
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effectiveness and elaborate how these are affected by specific cultural traits (D. Denison et al.,
2014; D. R. Denison et al., 2012). Denison (2012) identifies key cultural models which shapes
employee behavior, enhance coordination, and support an organization to achieve its long-term
success. These key cultural models are involvement, consistency, adaptability, and mission (D.

R. Denison et al., 2012). To understand better, let us see each model in detail.

Involvement: This dimension focuses on human capability development and employee
participation at all levels of the organization. Employee involvement in the organization
encourages an employee to fill sense of ownership of towards the organization goal and help the
organization to strengthen their decision-making process. This dimension includes empowerment,
team orientation, and capability development indices. Empowerment refers employee’s authority,
initiative, and responsibility had to manage their work. The degree to which cooperation and
teamwork are encouraged in order to achieve common objectives is reflected in team orientation.
The organization’s dedication to consistently improving workers’ skills and competence in order
to be competitive and responsive to environmental demands is the key focus of capability

development (D. Denison et al., 2014; D. R. Denison et al., 2012).

Consistency: The degree to which organizational operations are coordinated, integrated, and
directed by common core values is represented by consistency. Strong internal structures that
foster stability, consensus, and a shared sense of identity among personnel are developed by
successful firms. Three indices are used to gauge consistency. The common ideals that direct
conduct and build a cohesive organizational identity are represented by core values. The ability of
members of an organization to settle disputes and come to accord at various organizational levels
is referred to as agreement. How several departments and functional groups work together to
accomplish shared goals is referred to as coordination and integration (D. Denison et al., 2014; D.

R. Denison et al., 2012).

Adaptability: It is an organization's capacity to adapt to changes in the environment and satisfy
stakeholders. Strong adaptation cultures enable organizations to be adaptable, responsive, and
experience-based. Three indices are used to measure this dimension. The ability of the company
to spur innovation and react proactively to shifting circumstances is referred to as creating change.
Customer focus is a measure of how well an organization comprehends and meets the requirements

and expectations of its customers. Organizational learning is a reflection of an organization's
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ability to learn, decipher environmental cues, and turn experiences into better performance and

innovation (D. Denison et al., 2014; D. R. Denison et al., 2012).

Mission: It is emphasized the significance of having a clear purpose and strategic direction.
Employees at companies with a strong mission have a clear awareness of the organization's
priorities, goals, and future aspirations. Mission culture improves organization long-term success
by supporting employee efforts and align it with the organization goals. The mission dimension
measured by organization strategic direction and intent; Goals and objectives; as well as vision of

the organization indices (D. Denison et al., 2014; D. R. Denison et al., 2012).
2.1.3. Types of Organizational culture

Organizational culture is a fundamental concept in organizational studies that reflects the shared
values, beliefs, norms, and practices that guide behavior within an organization. It develops
gradually through collective experiences, leadership practices, and organizational learning
processes. Culture influences how employees interpret organizational goals, interact with
colleagues, and respond to internal and external challenges. As a result, each organization develops
a distinctive cultural pattern that shapes decision-making processes, communication styles, and

workplace relationships (Robbins & Judge, 2024; Schein & Schein, 2017).

Scholars argue that organizational culture serves as a social control mechanism that influences
employee behavior and promotes a shared understanding of organizational expectations. A well-
developed culture strengthens coordination, enhances employee commitment, and supports
organizational effectiveness. Empirical studies also indicate that culture plays a critical role in
shaping employee engagement, organizational performance, and long-term sustainability (D.

Denison et al., 2014; Hartnell et al., 2011; Mullins & McLean, 2019).

Because organizations differ in their values, leadership styles, and strategic priorities, several
scholars have proposed different classifications of organizational culture. These classifications
help researchers and practitioners understand the dominant cultural characteristics within
organizations and their implications for organizational performance. Among the commonly
discussed classifications are strong and weak organizational cultures, as well as formal models
such as the Competing Values Framework and the Deal and Kennedy cultural model (Cameron &

Quinn, 2011; Deal & Kennedy, 1982; Hofstede et al., 2010).
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2.1.3.1. Strong organizational culture

A strong organizational culture exists when the core values, beliefs, and norms of an organization
are widely shared and deeply internalized by its members. Employees working in the organizations
which have a strong organizational culture would clearly know and understand what the
organization expect from them and their activity always align with the mission and strategic
objective of the organization. Employee unity and collective identity mainly fostered by shared
values, which encourage cooperation and commitment to the goal of the organization (Robbins &

Judge, 2024; Schein, 2010).

Strong organizational cultures are founded by a good and effective communication, unchangeable
leadership behavior, and productive organizational practices. By modeling desired behaviors,
rewarding value-aligned performance, and integrating organizational values into day-to-day
operations, leaders play a critical role in creating and maintaining such cultures. Because of this,
employees show high level of motivation and their loyalty to their organization by internalizing

these values (Robbins & Judge, 2024).

According to research, strong organizational culture enhances organizational effectiveness by
increasing employee engagement, enhancing coordination, and minimizing decision-making
uncertainty. Employees can work more efficiently towards shared goals when they understand the
organization goals and have similar values with others. This would have an impact on improving
the organization performance and innovation of the organization (Buchanan & Huczynski, 2019;

Hartnell et al., 2011).
2.1.3.2. Weak organizational culture

Unlike with strong organizational culture, a weak organizational culture there is weak shared
organizational values and norms among employees. Because of this, the organizational goal was
interpreted differently, there is no shared organizational values and the employee behavior are
guided by personal beliefs. As a result, the employee behavior is varied and there is a weak

cooperation among employees (Hatch, 2018).

Employee behavior is regulated by formal rules, policies, and regulations in an organization with

weak culture. In such working environment, management must rely on formal control measures to
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control the situation and to run the organization smoothly. On the other hand, this may affect the
employee creativity, innovation, cooperation among employees, as well as their commitment to
the organization negatively (Robbins & Judge, 2019). In the long-term, this may diminish
teamwork, create weak organizational identity, challenge the stability of the organization (Lok &

Crawford, 1999; Mullins & McLean, 2019).
2.1.4. Competing values Framework

The Competing Values Framework (CVF), which was developed by Cameron and Freeman and
then expanded by Cameron and Quinn, is one of the most widely used frameworks in the field of
organizational culture. The framework helps the research to understand the organizational culture
in brief. The framework, which was developed after wide empirical research on organizational
effectiveness, is now a widely used instrument for assessing, diagnosing and measuring

organizational culture (Cameron & Quinn, 2006, 2011).

Organizational culture categorized by Competing Values Framework (CVF) on two basic and

fundamental dimensions. These are (Cameron & Quinn, 2011) : -
1. Internal focus and integrations vs external focus and differentiation;
2. Flexibility and discretion, Vs Stability and control

Clan culture, adhocracy culture, market culture, and hierarchy culture are the four main cultural
types that result from the interaction of the above two dimensions. Each culture type characterizes

by their organizational priorities, leadership styles and philosophies, as well as values.

In organizational culture research, this framework is widely used because it provides a
comprehensive method for analyzing organizational cultural orientation and its relationship with
performance of organization, leadership style, and behavior of the organization employee (Hartnell

et al., 2011).
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Figure 2.1.4: Competing Values Framework (CVF)

Flexibility and desertion

Clan Adhocracy

Hierarchy Market

Internal focus and
Integration
External Focus and
differentiation

Stability and control

Source: - Cameron &Quinn, 2011

2.1.4.1. The Clan Culture

Clan culture, one of the four cultures, is characterized by supportive and collaborative work
environment where the value of relationships, teamwork, and employee involvement are high.
Organizations with clan cultures often resemble extended families in which leaders act as mentors,
coaches, or facilitators who emphasize employee development and mutual support (Cameron &

Quinn, 2011).

In clan-oriented organizations, management encourages open communication, participation in
decision making, and strong interpersonal relationships. Employees are motivated through trust,
loyalty, and shared commitment rather than through strict control mechanisms. Organizational
success in clan cultures is typically measured by employee satisfaction, team cohesion, and long-

term employee development (Hartnell et al., 2011).

Because of their emphasis on human relationships and employee empowerment, clan cultures are
particularly effective in promoting employee engagement and collaborative problem solving

within organizations.
2.1.4.2. Adhocracy

Adhocracy culture emphasizes flexibility, innovation, and adaptability in response to changing

environmental conditions. Organizations that adopt this culture encourage creativity,
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experimentation, and entrepreneurial thinking among employees. Leaders within adhocracy
cultures typically act as innovators and risk-takers who support new ideas and innovative solutions

(Buchanan & Huczynski, 2019; Cameron & Quinn, 2011).

These organizations maintain their competitiveness by working on their creativity and innovation
even in the dynamic environments. Organization encourages their employees to explore new
opportunities, develop innovative products or services, and act quickly to external changes. In
adhocracy cultures, Success is measured by growth, and the ability to create new opportunities

through creativity and innovation works (Hofstede et al., 2010).
2.1.4.3. Market Culture

The main themes of market culture are goal of the organization, competitiveness, and productivity.
The organization that implements this organizational culture places a strong emphasis on
quantifiable results like the profitability of the organization, the share it has on the market, and its
performance. Organization leaders typically prioritize efficiency, the targeted performance, and

market positioning (Cameron & Quinn, 2011; Robbins & Judge, 2024).

Clear goals, processes for evaluating performance, and incentives based on outcomes are common
sources of motivation for employees working in market-oriented organization. The ability of the
organization to accomplish strategic objectives, surpass the competitors, and sustain excellent

market performance defines the organization success.

This culture is often found in organizations that operate in highly competitive environments where

achieving measurable results is a primary priority.
2.1.4.4. Hierarchy

Hierarchy culture is characterized by structured work environments, formalized procedures, and
clearly defined authority relationships. Organizations that adopt this cultural orientation prioritize
stability, efficiency, and consistency in operations. Leadership in hierarchical cultures focuses on
coordination, monitoring, and ensuring compliance with organizational rules and policies

(Cameron & Quinn, 2011; Schein, 2010).

Hierarchical organizations rely on established procedures, standardized processes, and well-
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defined roles to ensure efficient coordination of activities. This type of culture is common in
government institutions, large bureaucratic organizations, and institutions that require high levels

of operational reliability and risk control (Mullins & McLean, 2019).

Although hierarchy cultures may limit flexibility and innovation, they provide stability,

predictability, and efficient management of organizational processes.

2.1.5. Job satisfaction

2.1.5.1. Meaning and Importance of Job Satisfaction

Job satisfaction has long been recognized as one of the most critical and complex issues in modern
organizational management. Managers of the organization are always trying to understand
employee satisfaction influence factors. They understood that job satisfaction is directly related to
employee productivity, motivation, organizational commitment, and the overall performance of
the organization. The finding of recent research explains that employees with high level of
satisfaction would improve their job performance, shows a higher work engagement, and their
commitment to achieve the organizational goal is strong. But, in the organization with dissatisfied
employees, there is higher probability of low morale of employees, absenteeism, and turnover of

employees with low morale (Mullins & McLean, 2019; Robbins & Judge, 2024).

Several scholars have tried to define job satisfaction over time. Hoppock (1935) provides one of
the first definition, described job satisfaction as a combination of environmental, physiological,
and psychological factors that enable individuals honestly say that they are satisfied with their job.
According to this concept, employees’ perceptions and experiences at their work are shaped by

both internal and external factors (Hoppock, 1935).

Similarly, Vroom (1995) defined job satisfaction as an emotional orientation or response that
individuals develop toward their job roles. According to this perspective, job satisfaction is closely
related to employees’ attitudes toward their work and the extent to which their expectations are

fulfilled within the organization (Vroom, 1995).

Later, Evans (1997) explained job satisfaction as the degree to which individuals perceive that
their work-related needs and expectations are fulfilled. This perspective highlights that job
satisfaction is strongly connected to employees’ personal values, career aspirations, and the
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alignment between their expectations and the actual work environment (Evans, 1997).

Schmidt (2007) added on the idea by pointing out that an employee’s degree of positive motivation
for their job is reflected in their job satisfaction. Whenever the employee is well satisfied, they
show are more likely to be enthusiastic, dedicated, and become eager to contribute to the goal and
objective of the organization. This would have an impact on organization on enhancing the stability
of organization, as satisfied employees are more likely to stay at the organization and strengthening

organizational stability (Schmidt, 2007).

Armstrong (2006) states that the employee feelings and attitudes have about their jobs are
reflected in job satisfaction. Positive perceptions of the workplace increase the pf job satisfaction,
while negative perceptions results dissatisfaction (Armstrong, 2006). Similarly, Hellriegel and
Slocum (2011) indicated that serious organizational issues with working conditions,
compensation, leadership philosophy and unclear job roles leads to the dissatisfaction of employee

(Hellriegel & Slocum, 2011).

Spector (1997) also define job satisfaction with a broader perspective. He defined job satisfaction
as the extent to which employees like or dislike their jobs as well as other different aspects of the
work conditions. It shows that job satisfaction is influenced by various aspects and
multidimensional issues like salary, reward, promotion, the relationship between teammates,

favorable working conditions and the likes (P. Spector, 1997).

Job satisfaction is significant for organizational effectiveness, as many recent research findings
stated. These researches stated that engagement of employee in the workplace, the commitment
they have, and the outcomes because of these engagement and commitment is strongly linked with
job satisfaction. Organizations are more likely to increase employee satisfaction and attain
sustainable performance if they cultivate supportive leadership practices, equitable compensation

systems, and positive work environments. (Judge et al., 2017; Robbins & Judge, 2024).

In general, employee behavior and organizational success are still significantly influenced by job
satisfaction. Managers may create human resource strategies that boost motivation, lower
resignation, and increase organizational performance by having a thorough understanding of the

elements that affect employee job satisfaction.
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2.1.6. Dimensions of Job Satisfaction

Job satisfaction is a multidimensional concept. It reflects employees’ overall evaluation of their
work and the various factors that influence their experiences within the workplace. Job satisfaction
is not determined by a single factor, rather it is determined by many aspects related to work
activities. Salary, work compensation, organizational working environment, the coordination and
relation among managers and employees, and career development opportunities. Understanding
these dimensions enable organizations to identify areas that had impact on motivation, attitude,
effectiveness, as well as performance of their employees (Mullins & McLean, 2019; Robbins &

Judge, 2024).

Locke (1976) proposed one of the most important frameworks for comprehending the aspects of
job satisfaction, which Spector (1997) operationalized with the Job satisfaction Survey (JSS). The
nature of work, salary, promotion opportunities, benefits, recognition, working conditions,
supervision, coworkers, and organizational management practices are the nine main characteristics
that this framework uses to analyse job satisfaction (Locke, 1976; P. Spector, 1997). These
characteristics reflect the key elements of the workplace that influence workers' attitudes and views

of their jobs.

Work (Nature of Work): The intrinsic qualities of the job itself, such as task variety, autonomy,
creative opportunities, and chances for learning and career advancement, are referred to as the
nature of work. Employee job satisfaction is typically higher in jobs that offer opportunity for skill
development and meaningful work. Employees are more likely to feel driven and dedicated to their
jobs when they believe their work is demanding, fascinating, and worthwhile (Hackman &
Oldham, 1980; Robbins & Judge, 2024). Employee job satisfaction and engagement also greatly
increase by opportunity given for utilizing skills and working hard to make it effective and

productive (Judge et al., 2017).

Pay (Salary): One of the most extensively researched factors influencing job satisfaction is pay,
which is defined as the fairness and sufficiency of monetary compensation that workers receive
for their labour. Workers assess their salary based on perceived fairness in relation to others doing
comparable work as well as the amount they receive. When employees feel that their salary is

equivalent with their efforts, abilities, and contributions, they are more likely to be satisfied with
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their jobs; on the other hand, perceived pay disparity may result in discontent and decreased

motivation (Armstrong & Taylor, 2020; Robbins & Judge, 2024).

Promotion Opportunities: Promotion is the availability of career development opportunities
within an organization. Research shows that employees who perceive clear career paths and
development opportunities report higher levels of job satisfaction and organizational commitment
(Judge et al., 2017; Mullins & McLean, 2019). Employees are more likely to be satisfied when
they believe that in their organization there is a fair, transparent and merit-based promotion

systems.

Recognition: It is all about employee satisfaction and motivation. Employee job satisfactions are
increase when they see that their job is respected, appreciated, and recognized. Positive employee
attitudes and a stronger bond between workers and their company are two benefits of effective
recognition programs. Recognition can take many different forms, including award from

managers, medals, incentives, or public recognition of achievements (Armstrong & Taylor, 2020).

Benefits: Benefits are additional compensation that organizations offer to its employees in
addition to their base salary or pay (Locke, 1976; P. Spector, 1997). Examples of benefits are
housing and transportation allowances, health insurance, paid annual leave, and other social
support programs. Benefits are crucial for the employee’s daily life and also helps the organization
in achieving their goals. As a result, the satisfaction of employees increases and stay at the

organizations (Robbins & Judge, 2019).

Working Conditions: It is referred the physical and mental surroundings in which employees
carry out their duties. When we say working conditions, we are saying the safety of workplace,
the equipment, technology and other physical materials and the working systems (Locke, 1976; P.
Spector, 1997). Employee job satisfaction and well-being are greatly enhanced by a secure and

encouraging workplace (Mullins & McLean, 2019).

Supervision: It is the level of assistance, managerial skill, and leadership style of supervisors.
Clear communication, equitable treatment, direction, and promoting employee involvement in
decision-making are all essential components of effective supervision (Locke, 1976; P. Spector,
1997). Positive supervisor-employee interactions and supportive leadership have been shown to

greatly increase work satisfaction and organizational commitment (Yukl & Gardner, 2020).
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Coworkers: Another significant aspect of job satisfaction is relationships with coworkers. Good
relationships with coworkers foster a positive social atmosphere that promotes cooperation,
teamwork, and knowledge exchange. Higher levels of satisfaction are more likely to be
experienced by workers who collaborate with cooperative, capable, and amiable coworkers. Strong

interpersonal ties at work can also lessen stress and enhance productivity (Robbins & Judge, 2024).

Company and Management: The organization's general principles, organizational procedures,
and leadership style are referred to as company and management. When workers believe that the
company values their efforts, treats them fairly, and shows concern for their welfare, they are more
satisfied. Positive employee attitudes and satisfaction are greatly influenced by organizational

transparency, moral leadership, and supportive management techniques (Schein & Schein, 2017).

2.1.7. Organizational Culture and Job Satisfaction Relationship

The cultural and social milieu of firms has a major impact on employee attitudes and satisfaction,
according to early organizational research (Morse, 1953). According to Morse (1953), workers'
opinions of the work environment and organizational culture have a significant impact on how
satisfied they are with their jobs. In a similar vein, Wallach (1983) contended that employee
performance and satisfaction are significantly influenced by an individual's compatibility with the
working culture (Wallach, 1983). Endalew and Bhagwat (2025) discovered that elements of the
organizational environment, such as workplace culture, leadership styles, and communication
techniques, had a substantial impact on workers' job satisfaction in public institutions. Similarly,
Goodman et al. (2001) discovered that various corporate cultures have distinct effects on job

satisfaction.

Organizational culture and work happiness are strongly correlated, according to empirical studies.
According to Sempane et al. (2002), an organization's prevailing culture has a significant impact
on job satisfaction. Their research revealed that supportive and upbeat workplace cultures are a

major factor in increased employee satisfaction.

Hartnell et al. (2011), who carried out a meta-analysis looking at the connection between
organizational culture and effectiveness, provided more thorough data. According to their
research, favorable employee attitudes including job satisfaction and organizational dedication are

highly correlated with the culture of the workplace. In a similar vein, Denison et al. (2014) noted
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that organizational cultures that place a strong emphasis on employee involvement, flexibility,

stability would enhance employee satisfaction.
2.2. Empirical Review

The substantial impact of culture on satisfaction of employee is supported by a sizable body of
empirical data. For instance, Dawit (2020) examined public sector organizations and discovered
that while hierarchical cultures did not significantly improve job satisfaction, clan, market, and
adhocracy cultures did (Dawit Abraha, 2020). In a similar vein, Semene (2019) found that whereas
hierarchical cultures had a negative impact on job satisfaction, clan, market, and adhocracy

cultures had a favorable correlation (Semene, 2018).

Using the competing values paradigm, Lund (2003) discovered that whereas both market and
hierarchy cultures are linked to worse satisfaction results, clan and adhocracy cultures are
favorably connected with job satisfaction (Lund, 2003). These results imply that cultures that
prioritize adaptability, involvement, and creativity are more favorable to worker satisfaction than
cultures that prioritize stability and control. Similarly, According to Gull and Azam (2021), job
satisfaction is positively impacted by clan, market, and adhocracy cultures, but hierarchy culture
has no discernible effect (Gull & Azam, 2012). Because clan culture emphasizes teamwork, trust,
and employee involvement, El Badawy et al. (2016) discovered that it had the strongest positive

association with job satisfaction (El Badawy et al., 2016).

According to some research, the organizational context affects how market and hierarchical
cultures affect employee satisfaction. When explicit protocols and clearly defined responsibilities
promote coordination and performance, hierarchical cultures structured and well-coordinated
processes can improve employee results (Anning-Dorson, 2021). On the other hand, an
overemphasis on performance goals and competitiveness, which is frequently linked to market
culture, can lead to increased work pressure and decreased job satisfaction (Nanjundeswaraswamy

& Swamy D R, 2015).

Additionally, empirical data shows that supportive and cooperative cultures have a big impact on
worker happiness. While rigid or highly formalized structures may reduce employees' positive
attitudes toward work, cultures that emphasize teamwork, employee participation, and

organizational support, like clan culture, are positively associated with job satisfaction (Belias &
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Koustelios, 2014; Paais & Pattiruhu, 2020). Employee engagement and satisfaction have also been
found to be increased by inclusive workplaces and supportive organizational policies (A. S.

Jameel, 2022).
2.3. Conceptual Framework

Conceptual frameworks of the study have independent variables which are organizational culture
and dependent variable job satisfaction. The aim of this research is to examine the effect of
organizational culture on employee job satisfaction in the ECAE, with a focus on (clan, market,

adhocracy, and hierarchy) cultures.
» Clan culture (Collaborate): - refers Cohesiveness, Participation, Teamwork, as well as
sense of Family.
> Adhocracy culture (Create): - refers Entrepreneurship, Creativity, and Adaptability.
» Market culture (Compute): - refers competitiveness and goal achievement.

» Hierarchy culture (Control): - refers Order, Rules & Regulations, uniformity

(coordination) and organization exist.

Figure 2.3: Conceptual Framework

Independent Variables Dependent Variable

/ » Clan Culture \

> Adhocracy Culture Job Satisfaction

» Market Culture

\ » Hierarchy Culture J

Source: - Adopted from Cameron and Quinn, 1988
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CHAPTER THREE

RESEARCH METHODOLOGY

This chapter outline the research methodology appropriate for this study. It presents the research
strategy, target population and data sources, sampling design, data collection methods and
instruments, data analysis techniques, and the approach to data presentation. Issues of validity,

dependability, and ethical considerations are also examined.
3.1. Description of the Study Area

As outlined in the scope of the study, the research is conducted at the Ethiopian Conformity

Assessment Enterprise (ECAE) headquarters in Addis Ababa.
3.2. Research Design

Research design is a structured and systematic framework that guides the entire research process
by aligning research objectives with appropriate methods of data collection, analysis, and
interpretation. It serves as an overall plan that guides a research study and ensures that the
procedures for collecting, analyzing, and interpreting the collected data in the way that supports
valid and meaningful findings. According to Creswell (2017), the research design explains the
logical structure for conducting quantitative, qualitative, and mixed-methods research. Recent
methodological studies also highlight its role and importance in maintaining and enhancing
transparency and methodological consistency through the research process (Creswell, 2017).
Similarly, Saunders et al. (2019) explain that research design used as a strategic plan that assists
researchers in preparing appropriate methodological decisions and producing reliable and widely
applicable findings (Saunders et al., 2019). In general, contemporary research literature
emphasizes that a well-defined research design is essential for ensuring the credibility, validity,

and analytical strength of organizational and management studies (Creswell & Poth, 2023).

In this study, an explanatory (causal) research design was used to investigate the organizational
culture and ECAE employee job satisfaction. The study aims to examine the relationship between
variables (Dependent and independent variables) and understand how and why these relationships
exist. The study also used a cross-sectional approach, where data were collected at a single point

in time. Both descriptive and inferential statistical methods were applied to analyze the collected
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data. This approach enabled the researcher to identify the associations between enterprise culture
practices and ECAE employee level of job satisfaction, while also allowing the findings to
generalized the findings from the sample findings to the broader population. Recent research
methodology literature also supports to use/ application of explanatory and correlational designs
in organizational culture research to enhance empirical analysis and strengthen causal

interpretation (Creswell & Poth, 2023; Saunders et al., 2019).

3.3. Types and Sources of Data

This study used both primary and secondary data sources. Primary data were collected using
structured questionnaires administered to the staff of the Ethiopian Conformity Assessment
Enterprise. Secondary data were obtained from various enterprise records, including the Human
Resource and Change Management Directorate, Quality Directorate, and Finance & Supply Chain

Directorate.
3.4. Population and Sampling Design

The population of this study comprises all full-time headquarter staff members of the Ethiopian
Conformity Assessment Enterprise for the 2025/2026 period, totaling 167 individuals. To ensure
that the study reflected a broad and representative view of the enterprise, a sample of 118
employees from the total 167 employees, accounting approximately 70.66% of the total
population, was selected. The research participants were selected from different sectors and
directorates within the enterprise, which included Human Resource and Change Management,
Information Technology Directorate, Quality Directorate, Inspection directorate, Certification
Directorate, Laboratory Testing Directorate, as well as Finance and Supply Chain Directorate. This
helped ensure that employees with diverse roles, responsibilities, professionals, experiences, and

educational backgrounds were adequately represented in this study.

The sample size for this study was determined using Yamane’s (1967) formula, which provides
a simple and systematic approach/method for calculating an appropriate sample size based on the

total population and the desired level of precision: -
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Where: -

» MNg = Sample size;
» N = Population;

» ¢ = level of statistical significance (sampling error)

As indicated above to determine the sample size, the study employed a 95% of confidence interval
and a 5% of margin of error; the calculated sample size, as indicated below, is 118 from a total

population of 167 ECAE head office staff members. Which is: -

167

Sample size=—
p 1+167 (0.05)2

= 117.8 ~ 118

3.5. Data Collection Method

The researcher used two standardized instruments: the organizational Culture Assessment
Instrument (OCAI) and Job satisfaction Instrument (JSI) to collect the required data from ECAE
head office employee research participants. The OCAI was employed to evaluate enterprise culture
based on 6 (six) key dimensions: namely dominant characteristics, enterprise leadership, ECAE
employee management, enterprise glue, strategic emphasis, and criteria of success (Cameron &
Quinn, 2006). Within each dimension, the first alternative represents clan culture, the second
represents adhocracy culture, while the third and fourth alternatives represents Market culture and
hierarchy respectively (Cameron & Quinn, 2006). Participants of the research responded to the
questionnaire developed and send via Microsoft form using a five-point Likert scale would respond
using a five-point Likert scale items (5 for strongly Agree, 4 for Agree, 3 for Neutral, 2 for

Disagree and 1 for strongly disagree).

Data were collected using Microsoft forms. The Microsoft Form link to the questionnaire was sent
to respondents of ECAE head office selected employees via their collected email address. Using
Microsoft forms made the data collection process more efficient, minimized paper-based errors,

and enabled timely collection and make easier to manage and analysis the responses.
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ECAE head office employee job satisfaction was measured using the Job Satisfaction Survey (JSS)
which is developed by Spector in 1985 (P. E. Spector, 1985). For this study, a global version of
the instrument, i.e., JSS, was applied to assess ECAE employees’ overall level of job satisfaction
rather than focusing on individual dimensions. The respondent responses were measured on a five-
point Likert scale ranging from strongly satisfied representing by 5 to strongly dissatisfied
represented by 1. As Spector (1997) reported, the JSS is highly reliable with a reported reliability
coefficient of 0.91.

Participation in the survey was from ECAE head office, entirely voluntary, and respondents were
assured that their responses would remain confidential and anonymous when the researcher
distributed the questionnaire via their personal email address. The data collected through Microsoft
forms was used strictly for this research and only for academic research study purposes and
analyzed to examine the effect of organizational culture on ECAE head office employee job

satisfaction.
3.6. Pilot Study

Before collecting the data of the main research study, the researcher performed a pilot study in
order to know whether the questionnaires are reliable and valid or not. The researcher conducted
a pilot study with the ECAE head office employees who had similar characteristics with the main
target population. 10% of the sample size which is 12 pilot sample respondents were

communicated and data were collected (Connelly, 2008).

The main purpose of this pilot test was to determine the feasibility of the study and to enhance the
validity of the instrument as well as to minimize measurement errors (Connelly, 2008). Based on
the comments from the pilot test, the researcher improves the questionnaire and dropped the invalid

items from the questionnaire.
3.7. Method of Data Analysis and Presentation

Survey data were analyzed through descriptive and statistical analysis using IBM SPSS version 27
software. Descriptive statistics, including frequencies, distribution, percentages, means, and
standard, were used to analyze the impact of enterprise culture on employee job satisfaction. SPSS

were used in the analysis of the collected data. This academic research mainly focuses on
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descriptive statistics (mean, standard deviation, and variance) as well as inferential analysis
(description and regression). To assess the internal consistency and reliability of the questionnaire
items, Cronbach’s alpha reliability test was employed. Correlation analysis was conducted to
examine the relationship between ECAE organizational culture and employee job satisfaction, as

well as to check for possible multicollinearity among the variables.

To determine the effect of culture dimensions, which is an independent variable, on ECAE
employees’ satisfaction, which is a dependent variable, multiple linear regression analysis was also
applied. In order to assess the relationships model fitness and its significance the regression model
was evaluated and interpreted using the coefficient of determination (R?) and Analysis of Variance
(ANOVA). The researcher checked and get that all selected statistical tools and techniques were

appropriate for addressing the study objectives and to test the proposed relationships.
3.8. Validity and reliability of data

The research study quality is determined by its validity and reliability of the data. As Kotheri
(2004) states reliability is all about consistency, accuracy, and precision, of the measurement
process and when we are saying validity it is the extent to which a measurement instrument
accurately captures what it is intended to measure, while reliability relates to the consistency,
accuracy, and precision of the measurement process (Kothari, 2004). In this study, the researcher

used both reliability and validity of the finding to address its credibility.

The research study depends on well-established and widely used validated measurement
instruments to make sure the validity of the data. This instrument is called “the Organizational
Culture Assessment Instrument (OCAI)”, which was adopted based on its extensive use and
proven validity in different studies published earlier in different well know journals. In various
enterprise and organizational contexts, the theoretical and empirical assessments are supported by
a constructed validity (Cameron & Quinn, 2011; Freeman & Cameron, 1993). The validity content
and its construction were strengthened more through reviewing relevant and well-known
literatures and by adapting standardized scale from these literatures and researches. In addition,
the questionnaire developed was reviewed by the researcher advisor to confirm its appropriateness
for the study objectives and target population. The researcher also performed a pilot study test as

per the advisor feedback.
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Cronbach’s alpha coefficient was used to assess reliability of the data collection instrument to test
internal consistency. As per the OCAI dimensions the alpha values within the range of 0.7 above
is acceptable reliability levels (Malhotra et al., 2004). In this study, the Cronbach’s alpha was
0.868, as it is recommended in the literature, the result shows that the items in the questionnaire

are acceptable and the instruments are reliable for further analysis (Davidson et al., 2007).

Overall, the result from Cronbach alpha indicates that the research instruments used in this research
are both valid and reliable, and therefore the instrument and items the researcher used were suitable

for achieving the study’s objectives and enhance to draw meaningful and strong conclusions.

3.9. Ethical Considerations

This research study was conducted in accordance with ethical principles established by researcher
to ensure professionalism and protect participants privacy and confidentiality. The respondents
were given a guarantee for their responses, as well as clearly informed that the research would be
used solely for academic purposes and would be kept confidential. In the questionnaire anonymity,
privacy, and confidentiality were strictly maintained, including their email, name, and other
personal data. Questionnaires were prepared in in two languages, i.e., Amharic and English, to
administered at convenient to ensure respondents’ comfort. The researcher was properly
acknowledged, and ethical standards were maintained throughout the study to protect respondents’

rights and well-being.
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CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.1. Introduction

This chapter deals with the results of the data analysis and discusses the findings of the study. To
present the findings and discussions, the researcher used both figures and tables. Primary data were
gathered from Ethiopian Conformity Assessment Enterprise (ECAE) head office employees using
a structured questionnaire, which is prepared and distributed through Microsoft Forms. The
researcher also used secondary data source to support and strengthen the analysis of study. The
data were collected from the enterprise’ different departments and other related literatures. In this
chapter, the data collected from the respondents are presented and analyzed. It also deals with

statistical testing of hypothesis and interpretation of the study result using IBM SPSS version 27.
4.2. Response Rate

The information was gathered from a total of 118 employees. The questionnaires link was sent to
118 ECAE head office employees via their email address. Out of these, 112 responses were
returned, representing a response rate of 94.9 percent. As a result, 112 valid questionnaires,
representing 94.9 percent of the total targeted population, were used for the final analysis. While
only 6 questionnaires were not collected or returned. According to Babbie (1990), a response rate
of 50 percent or above is considered acceptable for survey research; therefore, as this study
collected 94.9% responses successfully, it is considered satisfactory and used for statistical

analysis (Babbie, 1990).
4.3. Demographic Information of the Respondents

The first part of the study questionnaire consists demographic information of the respondents. It
includes the respondent’s personal data, i.e., gender, age, educational qualification, work
experience, and marital status. The respondent’s demographic information is depicted in the

following table 4.3.1.: -
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Table 4.3.1.: Demographic information of the respondents

Description Frequency | Percent
Male 59 52.68%
Gender Female 53 47.32%
Total 112 100%
20-30 Years 30 26.79%
31-40 Years 59 52.68%
Age 41-50 Years 19 16.96%
Above 50 Years 4 3.57%
Total 112 100%
Married 70 62.50%
. Unmarried 39 34.82%
Marital Status
Others 3 2.68%
Total 112 100%
Certificate 0 0%
Diploma 7 6.25%
) BA/BSC 77 68.75%
Educational
MA/MSC 28 25.00°
Background /o
PhD 0 0%
Others 0 0%
Total 112 100%
Less than 2 years 11 9.82%
2-5 years 40 35.71%
How long you have
) 6-10 years 34 30.36%
worked in ECAE
Above 10 years 27 24.11%
Total 112 100%

Source: Sample survey, 2026

As it is shown in the above table, among 112 respondents who are participated in the study, 59
(52.68%) were males while 53 (47.32%) were females participants. This shows a relatively
balanced gender distribution, with a slightly higher proportion of male participants in this study
compared to female in the ECAE head office.
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In terms of age distribution, the majority group of respondents fell within 31 - 40 years old
category, which accounts 59 (52.68%). This was followed by 30 respondents (26.79%) in the age
group between 20 to 30 years of age category. The rest of 19 and 4 respondents were between the
age of 41-50 years and above 50 years old respectively, which accounts 20.5% from the total
respondents. This gives that the majority of the respondents were in between twenty and forty,

which indicates most of ECAE employees fall within the productive working age group.

In terms of marital status, the majority of respondents were married which accounts 70 (62.50%),
while 39 (34.82%) were unmarried, and 3 (2.68%) fell under other categories. This suggests that

most respondent employees in the enterprise are married.

Regarding educational background, the majority respondents hold a BA/BSc degree, representing
77 (68.75%). MA/MSc degrees holders accounted for 25% (28 respondents), and the other 7
respondents, representing 6.25% of the respondents. There were no respondents with certificate-
level or PhD qualifications. This indicates that a significant number of workforces of the Ethiopian
Conformity Assessment Enterprise (ECAE) is well educated, with most employees holding at least

a first degree.

In terms of work experience, the largest group of respondents which is between 2 to 5 years of
work experience were 40, which accounts 35.71%. This was followed by 34 respondents with 6 to
10 years of experience, which represents 30.36%. More than 10 years of work experience were 27
respondents, which represented 24.11%. There are also 11 respondents with less than 2 years of
work experience with 9.82% of the total target population. This shows that most respondents had

sufficient work experience and able to provide reliable information about the enterprise.

Overall, the demographic profile suggests that the respondents are predominantly within the active
working age, relatively well educated, and possess adequate work experience, making them

appropriate participants for assessing organizational culture and job satisfaction within ECAE.
4.4. Descriptive statistics of organizational culture types

The results of the organizational culture and job satisfaction questionnaires were analyzed using
mean and standard deviation values. Subsequently, the study compared the four types of

organizational culture: clan culture, adhocracy culture, market culture, and hierarchy culture.
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Table 4.4.1. Descriptive statistics of clan culture

Std.

Descriptive Statistics N | Mean . L.
Deviation

My enterprise is a friendly and supportive workplace
CcC1 g P ) g PP ) 112 3.37 1.446
where employees feel like members of a family.

Leaders in ECAE are viewed as mentors, facilitators,
cC2 ' 112 3.22 1.431
or supportive figures.

The management style in my enterprise emphasizes
CC3 S 112 3.39 1.442
teamwork, participation, and consensus.

Loyalty, mutual trust, and strong commitment hold
CC4 _ 112 3.33 1.385
the enterprise together.

My enterprise fosters trust, transparency, and active
C(C5 | employee participation. It places a strong emphasison | 112 2.79 1.267

human progress and employee development.

ECAE success is defined by employee development,
CCé6 112 3.11 1.429
teamwork, and concern for people.

Valid N (listwise) 12 | 3.20

Source: statistical package for social science (SPSS) version 27

Based on table 4.4.1 above, six statements were given to measure the level of agreement of
respondents on each and individual sentence that used to show the current existing level of clan
culture. From table 4.4.1 it clearly shows that mean of the collected responses range from 2.79 to
3.39. The minimum value was given to the fifth and sixth statement that says “My enterprise fosters
trust, transparency, and active employee participation. It places a strong emphasis on human
progress and employee development" and “ECAE success is defined by employee development,
teamwork, and concern for people”, with an SD of (1.267: 1.385). And third statement has got
highest mean value “The management style in my enterprise emphasizes teamwork, participation,
and consensus.” with standard deviation of 1.442. For the statement, “My enterprise is a friendly
and supportive workplace where employees feel like members of a family” had (mean =3.37, SD
= 1.446). For the statement “Leaders in ECAE are viewed as mentors, facilitators, or supportive
figures” had (mean = 3.22, SD = 1.431). Lastly the statement “Loyalty, mutual trust, and strong
commitment hold the enterprise together.” had (mean = 3.33, SD = 1.385).
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The overall mean score (mean = 3.20) indicates that clan culture is moderately practiced within
ECAE. Employees slightly agree that team work and loyalty exist. However, trust, transparency,
and leadership support are weaker areas. The relatively moderate standard deviation (~1.4) shows

variation in employee perception. Clan culture exists but is not strongly dominant.

Table 4.4.2: Descriptive Statistics of Adhocracy Culture

. . e Std.
Descriptive Statistics N | Mean .
Deviation
The management style in my organization encourages
i tion, tivity, and risk-taking. Empl
ACT innovation, creativity, and risk-taking. Employees are | ., | , . 1404
supported in exploring new ideas and approaches to
improve enterprise performance.
A strong commitment to innovation and development
AC holds the enterprise together. The enterprise places great 112 | 323 1.294

emphasis on being creative and staying ahead through
new ideas and initiatives.

ECAE prioritizes acquiring new resources and pursuing
AC3 | new challenges. Employees are encouraged to try new | 112 3.39 1.226
approaches and explore new opportunities.

Success in my enterprise is measured by efficiency and

AC4 effe(?tive pejrformance. Emphasis 'is placed on consist.ent 12 358 1.399
service delivery, smooth scheduling, and cost-effective
operations.
Valid N (listwise) 112 | 3.36

Source: statistical package for social science (SPSS) version 27

According to table 4.4.2, four statements were used to confirm the presence of an adhocracy culture
and to ensure respondents' involvement in order to gate their level of agreement on each sentence.
Based on the result, “Success in my enterprise is measured by efficiency and effective
performance. Emphasis is placed on consistent service delivery, smooth scheduling, and cost-
effective operations” had the highest (mean =3.58, SD =1.399). However, the statement “A strong
commitment to innovation and development holds the enterprise together. The enterprise places
great emphasis on being creative and staying ahead through new ideas and initiatives.” had a
minimum (mean =3.23, SD= 1.294). Also (mean = 3.25, SD = 1.424) were confirmed by the

assertion “The management style in my organization encourages innovation, creativity, and risk-
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taking. Employees are supported in exploring new ideas and approaches to improve enterprise
performance.” Finally, “ECAE prioritizes acquiring new resources and pursuing new challenges.
Employees are encouraged to try new approaches and explore new opportunities” had (mean

=3.39, SD = 1.226).

The overall mean (mean = 3.36) suggests that adhocracy culture is moderately strong. Employees
perceive innovation and performance orientation. The organization shows some flexibility and
openness to new ideas. Lower variation indicates more consistent perception across respondents.

Adhocracy culture is emerging but not fully developed.

Table 4.4.3: Descriptive statistics of Market culture

Descriptive Statistics N | Mean S.t d'.
Deviation
The enterprise’s management style is characterized by
MC1 | strong competitiveness, high expectations, and a focus | 112 | 3.78 1.257
on accomplishment.
A shared drive for achievement and goal attainment
MC?2 | unites the enterprise, where assertiveness and success | 112 | 4.13 1.143
are core themes.
Valid N (listwise) 112 | 3.94

Source: statistical package for social science (SPSS) version 27

As it showed in the table 4.4.3, the involvement of respondents in obtaining their degree of
agreement on each and individual sentence was ensured by the above two assertions that may
indicate the existence of a market culture. Then the “A shared drive for achievement and goal
attainment unites the enterprise, where assertiveness and success are core themes.” were relatively
got higher (mean =4.13, SD = 1.143) whereas the lower (mean = 3.78, SD = 1.257) was registered
for the first statement “The enterprise’s management style is characterized by strong

competitiveness, high expectations, and a focus on accomplishment.”

The overall mean (mean = 3.94) indicates that market culture is the dominant culture. Strong
agreement on goal achievement and competitiveness. Lower standard deviation shows strong

consensus. ECAE is highly results-oriented and performance-driven.
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Table 4.4.4: Descriptive statistics of hierarchy culture

. . e Std.
Descriptive Statistics N | Mean .
Deviation
The enterprise is an extremely structured and restricted
HC1 | environment. In most cases, formal procedures govern 121 3.65 1.347
people’s actions.
HC2 The enterprise’s leadership is widely regarded as amodel | 112 | 3.22 1.367
of coordination, organization, and smooth operation.
The enterprise’s management style emphasizes job
HC3 | securit formi ST . 112 | 3.20 1.355
y, uniformity, predictability, and interpersonal
stability.
HC4 Formal rules and policies are what hold the enterprise | 112 | 3.71 1.306
together. Maintaining smooth operations is critical.
The enterprise values permanence and stability.
HC5 . . . 112 | 3.66 1.306
Efficiency, control, and seamless operations are highly
prioritized.
Achievement in the enterprise is defined by efficiency.
HC6 . . . . ) 112 | 3.80 1.293
Reliable delivery, flexible scheduling, and low-cost
service are key measures.
Valid N (listwise) 112 | 3.54

Source: statistical package for social science (SPSS) version 27

Based on the table 4.4.4 above, six statements were given to measure the level of agreement of
respondents on each and individual sentence that was used to show the current existing level of
hierarchy culture. Based on the results obtained, “Achievement in the enterprise is defined by
efficiency. Reliable delivery, flexible scheduling, and low-cost service are key measures.” and
“The enterprise’s management style emphasizes job security, uniformity, predictability, and
interpersonal stability” (mean = 3.80, SD = 1.293 and mean = 3.20, SD = 1.355) had got the
highest and the lowest mean value consecutively. The statement “The enterprise is an extremely
structured and restricted environment. In most cases, formal procedures govern people’s actions”
got (mean =3.65, SD= 1.347). “The enterprise’s leadership is widely regarded as a model of
coordination, organization, and smooth operation” (Mean = 3.66, SD = 1.305). Finally, “The
enterprise values permanence and stability. Efficiency, control, and seamless operations are

highly prioritized” and “Formal rules and policies are what hold the enterprise together.
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Maintaining smooth operations is critical.” had (mean = 3.66, SD = 1.306 and mean = 3.71, SD

= 1.306) respectively.

The overall mean (mean = 3.54) shows that hierarchy culture is also strong. Emphasis on rules,
procedures, and efficiency. Indicates a formal and controlled working environment. ECAE

operates with structured and bureaucratic characteristics.
4.5. Descriptive statistics of job satisfaction

Table 4.5.1.: Descriptive Statics of Job Satisfaction

. . . . Std.
Descriptive Statistics N | Mean .
Deviation
1. | I find my job enjoyable. 112 | 3.90 1.208
2. | I feel fairly compensated for the work I do. 112 | 245 1.314
3. | Tam satisfied with the opportunities for promotion in my 12| 27 1330
organization.
4. | My job provides me with a high level of satisfaction. 112 | 3.96 1.114
5. | My director treats employees fairly and respectfully. 112 | 3.08 1.409
6. | I enjoy working with my coworkers. 112 | 3.96 1.273
7. | I feel enthusiastic about the work I do. 112 | 3.92 1.164
8. | My job provides me with meaningful and interesting tasks. | 112 | 4.10 1.082
9. | I receive recognition when I perform my work well. 112 | 2.96 1.518
10, 1 experience genuine enjoyment in performing my job 12 | 422 0.927
duties.
11. Communication within the organization is clear and 12 | 305 1.394
effective.
12.| Overall, I am satisfied with my job. 112 | 391 1.227
Valid N (listwise) 112 | 3.52

Source: statistical package for social science (SPSS) version 27

Based on the table 4.5.1 above, there were about twelve statements given to individual respondents

to understand their level of satisfaction.

The descriptive statistics results indicate that employees generally exhibit a moderate level of job

satisfaction, with mean values ranging from 2.45 to 4.22.
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The highest mean score was recorded for “I experience genuine enjoyment in performing my job
duties.” (Mean = 4.22), followed by “My job provides me with meaningful and interesting tasks.”
(Mean = 4.10), as well as “I enjoy working with my coworkers”, and My job provides me with a
high level of satisfaction with the same mean of 3.96. These results suggest that employees derive
intrinsic satisfaction from the nature of their work and maintain positive interpersonal relationships

within the organization.

Similarly, items related to enthusiasm, overall satisfaction, and job enjoyment also showed
relatively high mean values, indicating that employees are generally motivated and engaged in

their work.

However, compensation, promotion opportunities, and recognition for performance had lower
mean values which is the Mean value of 2.45, 2.72, and 2.96 respectively. These findings indicate
that ECAE head office employees are less satisfied with fewer rewards and career advancement

opportunities.

On the above table, the communication and managerial fairness mean values were moderate it

indicates there need improvement in the enterprise practices.

Overall, the ranking analysis reveals that intrinsic factors (nature of work, enjoyment, coworkers)
contribute more strongly to job satisfaction than extrinsic factors (pay, promotion, recognition).
This indicates that while employees value their work and environment, improvements in reward

systems and career development opportunities are necessary to enhance overall job satisfaction.

Table 4.5.2: Summary of Descriptive Statistics of Culture Type and Job Satisfaction

Descriptive Statistics
Mean std. Deviation M
Job_Satisfaction 3.5208 B3285 112
Clan_Culture 3.2024 1.09700 112
Adhocracy_Culture 3.3638 1.06378 112
Market_Culture 3.9375 1.04650 112
Hierarchy_Culture 3.5402 H9756 112

Source: Statistical Package for Social Science (SPSS) version 27
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Based on the table 4.5.2, the level of job satisfaction was (mean=3.52, SD = 0.833) among
independent cultures. The hierarchy culture received (mean = 3.54, SD= 0.998), the clan culture
received (mean =3.20, SD=1.097), the adhocracy culture received (mean = 3.36, SD=1.064), and
the market culture received (mean = 3.94, SD= 1.047). This indicates that market culture has the
highest mean value and is regarded as the dominant culture in ECAE head quarter while clan

culture has the lowest mean value, especially when compared to market culture.
4.6. Correlational Analysis

Correlation analysis was conducted to examine the independent variables (clan, adhocracy,
market, and hierarchy cultures) and the dependent variable (job satisfaction) relationship. The
strength of these relationships was interpreted using Cohen’s (1988) guidelines (Cohen, 1988). A
positive correlation indicates that the variables move in the same direction, while a negative
correlation suggests that they move in opposite directions. Based on this approach, the
relationships between organizational culture types (clan, adhocracy, market, and hierarchy) and

job satisfaction are presented below.

Table 4.6.1: Correlation Between Each Culture Types and Job Satisfaction

Correlations
Adhocracy_C Market_Cultur ~ Hierarchy_Cu  Job_Satisfacti
Clan_Culture ulture e lture on

Clan_Culture Pearson Correlation 1 759" 485" 605" 6937
Sig. (2-tailed) =001 =001 <001 =001
N 112 112 112 112 112
Adhocracy_Culture  Pearson Correlation 759" 1 488" 599" 607
Sig. (2-tailed) =001 =001 =001 =001
N 112 112 112 112 112
Market_Culture Pearson Correlation 485" 4g8" 1 415" 396
Sig. (2-tailed) =001 =001 =001 =001
N 112 112 112 112 112
Hierarchy_Culture  Pearson Correlation 605 599" 415" 1 697
Sig. (2-tailed) =001 =001 =001 =001
M 112 112 112 112 112
Job_Satisfaction Pearson Correlation 6937 607 396 697 1

Sig. (2-tailed) =001 =001 =001 =001
M 112 112 112 112 112

** Correlation is significant atthe 0.01 level (2-tailed).

Source: statistical package for social science (SPSS) version 27
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The Pearson correlation analysis was conducted to examine the four culture types
relationship with ECAE head office employee’s satisfaction on their job. The results
revealed that all organizational culture dimensions had positive and statistically significant

relationships with employee job satisfaction at the 0.01 significance level (p <0.01).

From the above table, it can be inferred that organizational culture dimension of Hierarchy
Culture with r = 0.697 and p < 0.001 showed the strongest relationship with employee job

satisfaction which is statistically significant.

Similarly, Clan Culture with r = 0.693 and p < 0.001 demonstrated a strong positive and
significant relationship with employee job satisfaction. This also implies the presence of a
strong relationship between clan culture and ECAE employees job satisfaction which is

statistically significant.

Adhocracy Culture also had a strong positive correlation with job satisfaction. As the value
indicated in the table, Adhocracy culture (r =0.607 and p < 0.001) is positively correlated

with job satisfaction which is statistically significant.

However, Market Culture (r = 0.396, and p < 0.001) is positively correlated with job
satisfaction but moderate relationship between market culture and employee job
satisfaction. This implies that the market culture is weaker relationship with job satisfaction

compare with other enterprise culture types.

The results further indicate significant positive relationships among the organizational
culture dimensions themselves. For example, clan culture had a strong positive relationship
with adhocracy culture (r=0.759, p <0.001), while hierarchy culture was strongly associated

with clan culture (r = 0.605, p < 0.001) and adhocracy culture (r = 0.599, p <0.001).

4.7. Diagnosis test

4.7.1. Assumption 1: Test of Normality

In linear regression analysis normality is an important assumption. Its residuals will be
approximately normally distributed. This assumption assessed based on the shape of

normal distribution on the histograms and graphic plots. A histogram is a graphic
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representation shows the frequency distribution of a variable with values on the horizontal
axis and frequencies on the vertical axis. A Q—Q plot compares the observed values with

the expected values from a normal distribution.

Figure 4.7.1.: Normality Tests of Residual 3

Histogram

Dependent Variable: Job_Satisfaction
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Source: statistical package for social science (SPSS) version 27

In addition to graphical methods, normality can be evaluated using skewness and kurtosis
statistics generated through IBM SPSS Statistics version 27. Skewness measures the degree
of asymmetry in the distribution. Values close to zero indicate a more symmetric
distribution, whereas larger deviations from zero suggest non normality. Kurtosis indicates
the extent to which a distribution is peaked or flat. Positive kurtosis indicates a more peaked
distribution, while negative kurtosis suggests a flatter distribution. When skewness and
kurtosis values fall within acceptable ranges, the data can be considered approximately
normally distributed (Field, 2018). Furthermore, Hair et al. (2019) suggested that skewness
and kurtosis values ranging between —3 and +3 are acceptable for most social science

research.

In this study, as indicated in Figure 4.7.1, the skewness and kurtosis values for all variables
were found to be within the acceptable range. Furthermore, the histogram exhibited an
approximately bell-shaped and peaked pattern, indicating that the data were reasonably

normally distributed. Therefore, the normality assumption of the regression analysis was
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satisfied.
4.7.2. Assumption 2: Test of Linearity

Figure 4.7.2 Test of linearity 4

MNormal P-P Plot of Regression Standardized Residual

Dependent Variable: Job_Satisfaction
1.0

Expected CumProb

0.0 0.z 0.4 0.6 0.5 1.0

Observed Cum Prob

Source: statistical package for social science (SPSS) version 27

The normality assumption was tested using the histogram and Normal P-P Plot of
standardized residuals. The histogram showed that the residuals were approximately
normally distributed and formed a bell-shaped curve. In addition, the points on the P-P Plot
were closely distributed around the diagonal line, indicating that the residuals followed a
normal distribution. Therefore, the assumption of normality was satisfied for the regression

analysis.
4.7.3. Assumption 3: Homoscedasticity

Homoscedasticity refers to the assumption that the variance of the residual terms remains
constant across all levels of the predictor variables in a regression model. To assess this
assumption, a scatterplot was generated by plotting the standardized residuals (ZRESID)
on the Y-axis against the standardized predicted values (ZPRED) on the X-axis for the
dependent variable, job satisfaction. The scatterplot in the regression analysis used to

evaluate homoscedasticity and linearity assumptions.
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Figure 4.7.3: Scatter plot for testing 5
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Source: statistical package for social science (SPSS) version 27

Figure 4.7.3. show the residuals are fairly randomly distributed around the zero line. The
points in the plot are fairly and evenly distributed. This indicates that across the predicated
values the variance of the residuals remains relatively constant. Therefore, the

homoscedasticity test in this study is met and the assumption is well satisfied.

In addition, as there is no any curved or nonlinear pattern founded in the plots shows the is
linear relationship between culture type and job satisfaction, i.e., the assumptions of

linearity are also fulfilled.
4.7.4. Assumption 4: Multicollinearity Test

The multicollinearity test conducted and multicollinearity exists when two or more than
two explanatory variables are highly correlated. The test was assessed using Tolerance and
Variance Inflation Factor (VIF) values. According to recent methodological
recommendations, multicollinearity becomes a concern when the tolerance value is less

than 0.10 and the VIF value exceeds 10 (Hair et al., 2019).
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Table 4.7.4: Multicollinearity Test

Coefficients®

Collinearity Statistics

Model Tolerance WIF

1 Clan_Culture .A7a 2. 642
Adhocracy_Culture .381 2623
Market_Culture 7148 1.390
Hierarchy _Culture A74 1.727

a. DependentVariable: Job_Satisfaction

Source: statistical package for social science (SPSS) version 27

The results of the data in the preceding table revealed that the tolerance values for all
organizational culture dimensions were above the minimum acceptable threshold of 0.10.
Specifically, clan culture, adhocracy culture, market culture, and hierarchy culture had
tolerance values of 0.379, 0.381, 0.719, and 0.579, respectively. Similarly, the VIF values
for clan culture, adhocracy culture, market culture, and hierarchy culture were 2.642, 2.623,
1.390, and 1.727, respectively, all of which were below the maximum acceptable threshold

value of 10.

Since all tolerance values were greater than 0.10 and all VIF values were not more than10,
the findings shows that there was no multicollinearity problem among the independent
variables included in the regression model. Therefore, the regression model was considered

appropriate for further analysis.
4.8. Regression Analysis

Regression analysis is a statistical technique used to examine the relationship between one
or more independent (predictor) variables and a dependent variable. It enables researchers
to assess how well the independent variables predict or explain variations in the dependent
variable. In this study, regression analysis was conducted to determine the overall effect of

the selected organizational culture dimensions on employee job satisfaction.
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Table 4.8.1: Summary of the Model

Model Summarf'

Adjusted R Std. Error of Durbin-
Maodel F E Square Souare the Estimate Watson
1 q77e B03 Ltk h3448 1.823

Adhocracy_Culture, Clan_Culture

b. Dependent Variable: Job_Satisfaction

a. Predictors: (Constant), Hierarchy_Culture, Market_Culture,

Source: statistical package for social science (SPSS) version 27

The multiple linear regression analysis was conducted to examine the effect of

organizational culture dimensions on employee job satisfaction at ECAE. The findings

from the model summary table revealed that the correlation coefficient (R) was 0.777,

indicating a strong positive correlation between employee job satisfaction and independent

variables. The coefficient of determination (R?) was 0.603, which implies that 60.3% of

the variation in employee job satisfaction was explained by clan culture, adhocracy culture,

market culture, and hierarchy culture collectively. The remaining 39.7% of the variation in

employee job satisfaction was attributed to other factors not included in the model.

Furthermore, the adjusted R? value was 0.588, indicating that the model had good

explanatory power after adjusting for the number of predictors included in the regression

model.

4.9. ANOVA

Table 4.7.1 ANOVA

ANOVA®
Sum of
Maode| Squares df Mean Sguare F Sia.
1 Regression 46.426 4 11.607 40.629 =.001°
Residual 30.567 107 286
Total 76.983 111
a. Dependent Variable: Joh_Satisfaction
b. Predictors: (Constant), Hierarchy_Culture, Market_Culture, Adhocracy_Culture,
Clan_Culture

Source: statistical package for social science (SPSS) version 27
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The analysis of variance (ANOV A) indicates the overall regression model was statistically
significant, with F (4,107) = 40.629 and p <0.001., as shown in table 4.7.1. This indicates
that the organizational culture dimensions jointly had a significant effect on employee job
satisfaction. Therefore, the regression model was considered appropriate for predicting

employee job satisfaction at ECAE.

Table 4.7.2: Coefficients

Coefficients®

Standardized
nstandardized Coefficients Coefiicients

Maodel B Stal. Error Beta ! Sig.

1 (Constant) 1.160 228 5.0490 =001
Clan_Culture 302 075 388 4016 =.001
Adhocracy_Culture 039 07T 0449 A89 6149
Market_Culture .00 057 0oz 025 880
Hierarchy_Culture 366 067 A26 5321 =001

a. DependentVariable: Job_Satisfaction

Source: statistical package for social science (SPSS) version 27

The coefficients table further revealed that clan culture and hierarchy culture had positive
and statistically significant effects on employee job satisfaction. Specifically, clan culture
had a standardized beta coefficient of B = 0.398 with p < 0.001, indicating that supportive
and collaborative workplace practices positively influenced employee job satisfaction.
Similarly, hierarchy culture had the strongest positive effect on employee job satisfaction
with B = 0.426 and p < 0.001, suggesting that structured procedures, clear rules, and

organizational stability significantly enhanced employee satisfaction.

On the other hand, adhocracy culture (f = 0.049, p = 0.619) and market culture (f = 0.002,
p = 0.980) did not show statistically significant effects on employee job satisfaction, as
their significance values were greater than the acceptable threshold of 0.05. This implies
that innovation-oriented and competitiveness-oriented cultural practices did not

significantly influence employee job satisfaction in this study.

Overall, the regression results indicate that Clan Culture and Hierarchy Culture have

positive and significant effects on employees’ job satisfaction at the ECAE head office,
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whereas Adhocracy Culture and Market Culture show no meaningful or significant
influence on job satisfaction in this study. These findings provide useful insights for
management in understanding how different dimensions of organizational culture shape
employee satisfaction, and can support evidence-based decisions aimed at improving job

satisfaction within the enterprise head office.

From the above explanation on the contribution of the organization culture (i.e., clan,
hierarchy, market, and adhocracy) to employees’ job satisfaction, the value of regression

weights was as follows:

Y = a+ lel ~+ BzXZ + B3x3 + B4x4 + e

Where: -

¢ Y'=the dependent variable employee job satisfaction (JS)

e @ =y axis intercept (the constant beta value), (i.e., 1.16)

e 4,82 B3 and B, = beta weight for each independent variable, (i.e., 0.302,
0.039, 0.001, and 0.356 respectively.)

* X4,X5,X3,and x4 = clan culture (CC), adhocracy culture (AC), market culture
(MC), and hierarchy culture (HC) respectively.

e e = the error term (0.05 in this case)

In the equation below, the value of beta coefficients rounded to the nearest decimal. can

be expressed as follows:

Y'=1.16+0.302 x x; +0.039 +xx, +0.001+x3 +0.356 x4 +0.05

The result of the above equation shows that for every unit increase in the value of each
organizational there is a significant % of job satisfaction on ECAE employees increased.
As the finding shows 30.6% for clan culture, 3.9% for adhocracy culture, 0.1% for market
culture and 35.6% for hierarchy culture has influence on increasing ECAE head office
employee job satisfaction. The influence of job satisfaction on market culture and

adhocracy culture is very low.
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4.10. Discussion

The analysis on the effect of organizational culture on employees’ job satisfaction in the
ECAE head offices gives an important study result. The result of descriptive statistics with
a mean value of 3.52 and standard deviation value of 0.833 shows that the overall job

satisfaction level was moderate.

Market culture with the mean value of 3.94 and standard deviation value of 1.047 was the
dominant culture. The hierarchy culture with a mean value of 3.54, adhocracy culture with
a mean value of 3.36, and clan culture with a mean value of 3.20 were the took the second

to the fourth dominance respectively in the enterprise.

The relationship between hierarchy culture and ECAE employee job satisfaction had a
significant. According to the findings of this study, The Hierarchy culture had also a
positive effect on employee job satisfaction. As hierarchy culture is a formalized and
organized work environment in which procedures govern what people do, ECAE head
office place a premium on permanence and stability. This is strengthened by other
researchers indicating organized working environments had a positive impact on the
employee performance and outcomes when clarity and stability are valued (Cameron &

Quinn, 2006; Hartnell et al., 2011).

Clan Culture was considered as a supportive, collaborative, and family-like organizational
environment which enhances employee morale. Employees who are working in the clan-
oriented cultural working environment, the employees are more likely to had an experience
of teamwork, participation in decision-making, and strong interpersonal relationships
among employees and staffs. Robbins and Judge (2014) on their organizational behavior
literature says clan cultures improve psychological well-being and job satisfaction.
According to the findings of this study, clan culture of ECAE had a positive and significant
relationship with the employee job satisfaction. This finding aligns with local studies which
confirm that clan culture working environments enhance employee satisfaction and

engagement (Dawit Abraha, 2020; Mengistie, 2019; Semene, 2018).

The relationship between adhocracy culture and ECAE employee job satisfaction was also

investigated. And the finding shows that a positive but statistically insignificant effect on
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the employee job satisfaction. Even if the adhocracy culture in the organization enhances
innovation, flexibility, and adaptability, in this study its influence on job satisfaction was
not strong enough. This finding suggests that employees may prefer organizational stability
and strong organizational structure than innovation at ECAE. In this regard, there are
diverse study findings: the first finding indicates there is a positive relationship between
adhocracy culture and employee job satisfaction (Dawit Abraha, 2020; Semene, 2018), and
the second suggests that the adhocracy organizational culture impact may have impact
depend on the organizational readiness and employe adaptability (Cameron & Quinn,

2006).

The finding of this study showed that, even if having the highest mean score, market culture
had no significant effect on ECAE employee job satisfaction. Market culture is defined as
competitiveness, focused on organization success. The finding of this study had a similar
finding of previous research which suggest excessive competitiveness may have a negative
effect on employees and may reduce their job satisfaction by creating stress and pressure
(Bunjak et al., 2023). However, other studies finding suggest that there is a positive
relationship between market culture and employee job satisfaction specially in the
performance-based organizations (Han et al., 2020; Li & Ko, 2021; Semene, 2018;
Sempane et al., 2002; Shahidi et al., 2024). These shows that the market culture effect may
vary based on organizational context and the perception of employee on the performance

pressure.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

This chapter presents a summary of major findings, conclusions drawn from the findings, and the
study recommendations. The general purpose of the study was to investigate the organizational
culture exists in ECAE head office and its relationship with employee job satisfaction. At the end
of this chapter, the researcher dropped appropriate recommendations which enhance the

performance of ECAE at its head office.
5.1. Summary of the major finding

This study aims to investigate the effect of organizational culture on employee job satisfaction: In

the case of Ethiopian Conformity Assessment Enterprise (ECAE) head office.
The following basic research questions were addressed in this study: -

+ What type of organizational culture (i.¢., clan culture, adhocracy culture, market
culture, or hierarchy culture) is dominant in the Ethiopian Conformity

Assessment Enterprise (ECAE)?

+ Which type of organizational culture has the strongest influence on employees’

job satisfaction in the Ethiopian Conformity Assessment Enterprise (ECAE)?

+ Is there a significant relationship between the organizational culture and
employees’ job satisfaction in the Ethiopian Conformity Assessment Enterprise

(ECAE)?

+ What is the level of employees’ job satisfaction in the Ethiopian Conformity
Assessment Enterprise (ECAE)?

Based on the determined sample size, a total of 118 questionnaires were distributed to employees
of the Ethiopian Conformity Assessment Enterprise (ECAE), of which 112 usable responses,
representing a response rate of 94.9%, were used for the final data analysis. Organizational culture
was measured using the Organizational Culture Assessment Instrument (OCAI), developed by

Cameron and Quinn (2022), based on the Competing Values Framework (CVF), which assesses
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four organizational culture dimensions: Clan, Adhocracy, Market, and Hierarchy cultures. The
questionnaire included 18 items distributed across the four culture dimensions, specifically six
items for clan culture, four items for adhocracy culture, two items for market culture, and six items

for hierarchy culture.

In the study the dependent variable was employee job satisfaction and measured using an adapted
scale from Babin and Boles (1998) and used recent organizational behavior studies Robbins and
Judge (2024) to refined it more. The structured questionnaire prepared with a five-point Likert
scale presented as 1 for strongly disagree, 2 for disagree, 3 for neutral, 4 for agree, and 5 for

strongly agree.

IBM Statistical Package for Social Sciences (SPSS) version 27 was used to analyzed the collected
data. The researcher implemented both descriptive and inferential statistical methods were used to
analyze the data. Pearson’s correlation analysis was conducted to examine the relationship between
organizational culture dimensions and employee job satisfaction, while Multiple Linear
Regression (MLR) analysis was applied to determine the effect of organizational culture
dimensions on employee job satisfaction by estimating the correlation coefficient (R), coefficient
of determination (R?), regression coefficients (B values), and the statistical significance of the

independent variables.
Following the analysis of the collected data, the study identified the following key findings.

About 59 (52.68%) of the respondents were male, while 53 (47.32%) were female, indicating that
a relatively balanced gender distribution, with a slightly higher proportion of male participants.,
and researchers saw it as a good opportunity for future organizational development. When it came
to age, 30 (26.79%) of the participants were between the ages of 20 and 30, 59 (52.68%) of the
respondents were between the ages of 31 and 40, 19 (16.96%) of the respondents were between
the ages of 41 and 50. And the remaining 4 (3.57%) of the respondents were over the age of 50.
the largest group of respondents, 40 (35.71%), had 2—5 years of service. This was followed by 34
respondents (30.36%) with 6-10 years of experience, and 27 respondents (24.11%) with more than
10 years of experience. A smaller proportion, 11 respondents (9.82%), had less than 2 years of
work experience. This indicates that most respondents have sufficient work experience to provide
reliable information about the organization. 77 (68.75%), hold a BA/BSc degree. This is followed
by 28 respondents (25.00%) with MA/MSc degrees, and 7 respondents (6.25%) with diplomas.
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There were no respondents with certificate-level or PhD qualifications. This implies that the
workforce of the Ethiopian Conformity Assessment Enterprise (ECAE) is largely well educated,

with most employees holding at least a first degree.

The level of job satisfaction was (mean=3.52, SD = 0.833) among independent cultures. The
hierarchy culture received (mean = 3.54, SD= 0.998), the clan culture received (mean =3.20, SD=
1.097), the adhocracy culture received (mean = 3.36, SD= 1.064), and the market culture received
(mean = 3.94, SD= 1.047). This indicates that market culture has the highest mean value and is
regarded as the dominant culture in ECAE head quarter while clan culture has the lowest mean

value, especially when compared to market culture.

The Pearson correlation analysis was conducted to examine the relationship between the four
organizational culture types and employee job satisfaction at ECAE head office. The results
revealed that all organizational culture dimensions had positive and statistically significant
relationships with employee job satisfaction at the 0.01 significance level (p < 0.01). Regressing
organizational culture against job satisfaction yielded a R Squared value of 0.603, suggesting that
the four forms of organizational culture explained 60.3 percent of the variation in the dependent
variable, leaving 39.7 percent unexplained. The R value of 0.777 suggests that organizational

culture types and job satisfaction have a high association.

The coefficients table further revealed that clan culture and hierarchy culture had positive and
statistically significant effects on employee job satisfaction. Specifically, clan culture had a
standardized beta coefficient of B = 0.398 with p < 0.001, indicating that supportive and
collaborative workplace practices positively influenced employee job satisfaction. Hierarchy
culture with B =0.426 and p < 0.001 had strongest positive effect on ECAE head office employee
job satisfaction. It shows that to enhance ECAE head office employee job satisfaction there should

be a structured procedures, clear rules, and organizational stability in the enterprise.

The other two organizational culture, i.e., adhocracy culture with § = 0.049 and p = 0.619) as well
as market culture with = 0.002 and p = 0.980, did not show significant effects on ECAE employee
job satisfaction. This reflects that, in ECAE head office, the employee job satisfaction did not

significantly influence by innovation-oriented and competitiveness-oriented cultural practices.

The regression analysis results suggest that Clan Culture and Hierarchy Culture have positive and
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significant effects on employees’ job satisfaction, Adhocracy Culture and Market Culture show no

meaningful or significant influence on ECAE head office employee job satisfaction.

5.2. Conclusion

The study on the effect of organizational culture on employees’ job satisfaction in the Ethiopian
Conformity Assessment Enterprise revealed that the dominant organizational culture in the
enterprise was market Culture. The second dominant culture was hierarchy Culture and clan
culture was the least dominant culture in the enterprise. The overall level of employee job

satisfaction was found to be moderate.

The correlation analysis showed that all organizational culture dimensions had positive
relationships with job satisfaction. However, the regression analysis indicated that only Clan
Culture and Hierarchy Culture had positive and statistically significant effects on employees’ job
satisfaction, with Hierarchy Culture having the strongest influence. In contrast, Adhocracy Culture

and Market Culture did not significantly affect job satisfaction.

Overall, the study concludes that supportive, collaborative, and well-structured organizational

cultures play a significant role in improving employees’ job satisfaction at ECAE.

5.3. Recommendations

Based on the findings and conclusions of the study, several recommendations are proposed to
improve organizational culture and enhance employee job satisfaction at the Ethiopian Conformity
Assessment Enterprise (ECAE). Management should strengthen clan culture by fostering
teamwork, employee participation, mutual trust, and supportive leadership practices, thereby
creating a more collaborative and family-oriented work environment. Since hierarchy culture was
found to have the strongest positive influence on job satisfaction, the organization should continue
maintaining clear procedures, well-defined responsibilities, and stable work systems while

ensuring that organizational rules and policies effectively support employees.

The enterprise should also address areas with relatively low levels of satisfaction, particularly
employee compensation, promotion opportunities, recognition systems, and career development
practices, to enhance employee motivation and overall satisfaction. Furthermore, management
should promote open communication, transparency, and employee involvement in decision-
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making processes in order to build trust and strengthen employees’ commitment to the

organization.

Although adhocracy culture was not found to have a significant effect on job satisfaction, ECAE
should create an environment that encourages innovation, creativity, and continuous improvement
by supporting employees to generate new ideas and actively participate in problem-solving
activities. As market culture was identified as the dominant culture within the enterprise,
management should ensure that the emphasis on competitiveness and performance does not
negatively affect employees’ sense of achievement and well-being. Rather, a balance should be

maintained between performance expectations and employee support.

In addition, the enterprise should provide continuous capacity-building programs to enhance
employees’ professional knowledge and skills, strengthen communication among staff members,

and reinforce organizational commitment toward achieving the enterprise’s goals.

Finally, future researchers are encouraged to undertake further studies by incorporating other
factors that may influence employee job satisfaction within ECAE, such as leadership style,
innovation, organizational commitment, employee motivation, work environment, and employee

turnover, in order to provide a broader understanding of the issue.
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APPENDIX

ADDIS ABABA UNIVERSITY
COLLEGE OF BUSINESS AND ECONOMICS
PROGRAM OF BUSINESS ADMINISTRATION
QUESTIONNAIRE

Dear Participants,

I am a Master of Business Administration graduate student at Addis Ababa University, College of
Business and Economics. I prepared this questionnaire to gather information on my research
entitled “The Effect of Organizational Culture on Employees’ Job Satisfaction: The Case of
Ethiopian Conformity Assessment Enterprise (ECAE)”.

The questionnaire is prepared for academic purposes only, and the information will be kept
confidentially. It is not mandatory to write your name. The reliability and validity of this study

depend greatly on your honest and accurate responses.

Your cooperation in completing the questionnaire is highly appreciated.

Instructions: -
Please read each question carefully and respond based on your experience.

» You are not required to write your name on the questionnaire.

» Please indicate your answer by putting a (V) mark in the appropriate box.

» Kindly complete and return the questionnaire on time.
If you have any questions or suggestions regarding this questionnaire, please contact the
researcher through the following address: -

t. Phone number: 09-13-70-71-84 or '@ Email: smamo2000@gmail.com

Thank you very much for your valuable cooperation!!
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I. Respondent’s Background

1.

Gender:

L1 Male [] Female

Age:

[120-30 [131-40 [141-50 [1 above 50

Marital Status

L] Married [J Unmarried [1 others
Educational Level

[ Certificate [] Diploma ] BA/BSC 0 MA/MSC
L1 PhD [1 Others

How long you have worked in ECAE?

[] Less than 2 years [ 2-5 years

[] 6-10 years [] above 10 years
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Il.Organizational Culture

This section of the questionnaire includes items adapted from the Organizational Culture
Assessment Instrument (OCAI). Its main purpose is to assess four types of organizational
culture: clan, adhocracy, market, and hierarchy. Please indicate your level of agreement with
each statement regarding the culture in your organization, using the following scale, and

place a “v"” next to your chosen rating: -

1.  Strongly Disagree

2. Disagree

3. Neutral

4. Agree

5. Strongly Agree
> @ @ —_ >
BE R| E| B|DE

No. Item S = s = 5 | S B

& 2 2 > < | &<
=] [= z »n

Clan Culture

My enterprise is a friendly and supportive
cCl workplace where employees feel like
members of a family.

Leaders in ECAE are viewed as mentors,
CC2 facilitators, or supportive figures.

The management style in my enterprise
CC3 emphasizes teamwork, participation, and
consensus.

Loyalty, mutual trust, and strong
CC4 commitment hold the enterprise together.

My enterprise fosters trust, transparency,
and active employee participation. It places
CC5 a strong emphasis on human progress and
employee development.

ECAE success is defined by employee
CCo6 development, teamwork, and concern for
people.
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=3 8| = o | & o
Adhocracy 7o 2R B| & o | Fo
Culture § .2 .g 2 jtb § Eﬂn
=] =] z »n
The management style in my enterprise
encourages innovation, creativity, and risk-
ACl1 taking. Employees are supported in exploring
new ideas and approaches to improve
enterprise performance.
A strong commitment to innovation and
development holds the enterprise together.
AC2 The enterprise places great emphasis on being
creative and staying ahead through new ideas
and initiatives.
ECAE prioritizes acquiring new resources and
AC3 pursuing new challenges. Employees are
encouraged to try new approaches and explore
new opportunities.
Success in my enterprise is measured by
efficiency and effective performance.
AC4 Emphasis is placed on consistent service
delivery, smooth scheduling, and cost-
effective operations.
> L D — )
Market Item g % §‘> % E2E
Culture £2| 2 g FIER
o= =] z n
The enterprise’s management style is
MC1 characterized by strong competitiveness, high
expectations, and a focus on accomplishment.
A shared drive for achievement and goal
MC2 attainment unites the enterprise, where
assertiveness and success are core themes.
= 3 it = 1=
Hierarchy Item 0 %n %.o g S| 2e
Culture g 2 2 o éo g %‘0
nAa| A z @
The enterprise is an extremely structured and
HC1 restricted environment. In most cases, formal
procedures govern people’s actions.
The enterprise’s leadership is widely regarded
HC2 as a model of coordination, organization, and

smooth operation.
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HC3

The  enterprise’s  management  style
emphasizes job  security, uniformity,
predictability, and interpersonal stability.

HC4

Formal rules and policies are what hold the
enterprise together. Maintaining smooth
operations is critical.

HCS

The enterprise values permanence and
stability. Efficiency, control, and seamless
operations are highly prioritized.

HC6

Achievement in the enterprise is defined by
efficiency. Reliable delivery, flexible
scheduling, and low-cost service are key
measures.
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lll. Job Satisfaction Survey

Please share your thoughts about your current employment by indicating what you are satisfied
with and what you are not comfortable with for each of the following statements. For each

item, indicate the extent to which you agree or disagree by placing a “v"” next to the appropriate

rating: -
1. Disagree; 2. Disagree; 3. Neutral; 4. Agree; and 5. Strongly Agree
- L 5} — )
= S & g g |3
NO. Item 8 §| 2| B | E&
A B 2| T |&°
JS1 I find my job enjoyable.
JS2 I feel fairly compensated for the work I do.
1S3 I am satisfied with the opportunities for
promotion in my organization.
My director treats employees fairly and
IS4
respectfully.
My job provides me with a high level of
JSS . )
satisfaction.
JS6 I enjoy working with my coworkers.
My job provides me with meaningful and
JS7 . .
interesting tasks.
1S8 I receive recognition when I perform my work
well.
JS9 I feel enthusiastic about the work I do.
I experience genuine enjoyment in performing
JS10 . .
my job duties.
Communication within the organization is
JS11 :
clear and effective.
JS12 Overall, I am satisfied with my job.
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aAg0 AN RLCHhT
PHIN AS AhSoLlhh hAE
PUHIN ANTERC TCLI°
aomgeP

@2 °ATN (R LT

LY oomfP “CLCET WA NNHTT Phé- AChF AL PA@ +TRAT: NPATEXKSE
P09t °HG LCETF (AAI°L) 07LA Con A%LLLI® TS avld AgoANAN
CHHIE 10 PTG PG 90T (aA9°E PG ool (b @-OT LA CTHALE PLCETP
QA ALTET NACATT P0d- AChT AL AT%Tt FOAT ATL7LLELCH TG+ A21LL7

(AavavCoo() 10-::

LV oom&P A”MSTLR (AFI°VCT) 9071 NF CHHDE AT P7LAM T ovlE oo-p-
NLOATC LmOPA: NI°LT aoAG ALNLATI:E PTLANNNMD. avlB9° AIPCIC 90T
NF L@AA: PTGk HPALY TS TG ACOE N7LAM-T TARATS 39T aohOT
AL NAE) Ctav(\lt aoP' 7 T1AOP ADSAD-::

NP L9, 09° aomPe7 Aavav-AF €PLT AAPT 4G AATINSEGT NMI° hAavADSAD-::
aoagl, P PF: -

ANNP AP1575%.7 TPe NT7PE N°7INN avANPT NAPT AI°L AS TI°hE Navidt
Lav AT
> Noomed: AL A9°P7T avlq ALNL.ANDPTHI°:

> aoANLT NG ATF 0T GU7T aopnt (V) Ladoeme::
> oom@e7 MK AT AHSANNTY 01 THVTS AcomPP AmSA@-::

aomPde AL G M9° TLE MLI° ADHLe T DAL N%LhtA® AL LA N.2.267 NLhT
PIPNA LIPGA::
. 0AR:09-13-70-71-84 @L9° '© Email: smamo2000@ gmail.com

P9I AND AG MPD avlBL2F AS FNNCET hdl haoO\ISAD-::

I P9°A0 T191L8C
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Il. LCEFE Qi

2V %N h “Organizational Culture Assessment Instrument (OCAIl)" ¢+®N54-
TLELLTT AN PG 97T NECET 0T £ hél G20 CLCEFTP MVAT7
Aao19°19° 1@ A1O-9° HFANE QUAT 4mé- QAT ML MWAT AT aoPPL-P QA

STm-::

ANND NCCETP PADT PLCESP QWA NFavAht hLeCNT AL 1575 avIhen,
IC PO9°I° 27 L8 N9LhFA®- avAhf avO\lt Pavdirk: AG Navlmet 248
am V7 AR LLCT::

1.

NN ANOTT7I°

2. aAONTI79°
3. 1N TF
4.  AN7170U-
5.  NMg9° ane1°70v-
8 )
e it £ E Y f e
2 2 Y] 8| =

POHNRTH QWA

CC1

a gL ANCTET ATLNTON AN
ATRNTTTF @ POLLLCT COBEP AS
P79 £0é- AhIN, CAD- 10-::

CC2

NA19°E LA POE- avldPT
ATLA%TNEE AT B9 L0410
e I T

CC3

NaA49°L LA ChOTSLC OWCYT
P77 N7 TAFET WG P06
N9+ PNz

CC4

FOPPYRE @94 A9 AS MTad-
RCMY 1t LCEAT ADTANE SHA::

CC5

CCEE APrETE DAKYET AS
CALAET Tk HATET PNLF A
NO@ ATFS NOEFTF AL1TH AL
TAP Fhdt SOAMA::

CC6

Ph 9L Ot NONCAET A&l
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