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Abstract 
As organizations grow, they tend to face more 

challenges. These challenges have, therefore, 

created the need to change the organization’s 

culture to be more supportive to their employees. 

This study aimed to examine the mediating effect of 

organizational culture on the relationship between 

motivation and employee job satisfaction. Survey 

method employed and personal interviews. Study 

population at MAUTECH is1459 staff and at GSU 

1097 staff consisting of all academic and non-

academic staff with sample size of 345 determined 

using Yamani Yaro formula. Questionnaire used to 

collect data from the respondent which was 

analysed using percentage analysis. Pearson 

correlation and regression analysis was used to test 

the hypotheses at 5% level of significance. Results 

revealed positive relationship existing between 

variables, (r-value of 0.840, 0.891, 0.941 < 0.05). 

This shows that there is relationship between 
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employee motivation, organizational culture and 

job satisfaction. And that the management style 

practiced in the institutions is not characterised by 

security of employment, conformity, predictability, 

and stability in relationship. The study therefore, 

recommends that there is need for the principal 

officers of the selected institutions to develop good 

management style in the institutions to ensure 

security of employment, conformity, predictability, 

and stability in relationship. Employees should also 

be willing to stick their necks out to ensure 

organizational objectives are achieved. 

Introduction  

Job satisfaction is a critical component to both the employer and the employee. 

It has drawn a lot of interest among many scholars in the fields of organizational 

science and organizational behaviour (Rainey, 2009). The sustained interest in 

job satisfaction studies is driven by the fact that job satisfaction is associated 

with work-related behaviors such as the employee relations, efficiency, 

retention, attitudes towards work, commitment, productivity and absenteeism 

(Koustelios, 2001; Mau et al., 2008).  

Self-driven and freedom oriented qualities are mostly found in motivated 

employees. Motivated people are highly committed and have few desires.  

Organizations needed motivated employees to survive in a highly competitive 

world. Managers must be able to understand what motivate to employees 

however this function is very complex because that motivates employee today 

may not tomorrow. Motivated employees are those who work according to the 

clearly define goals and take their actions to achieve that goals (Singh & 

Podolsky, 2005). 

Furthermore, studies have demonstrated that efficiency, employee turnover, 

level of participation and organizational performance are heavily impacted by 

job satisfaction (Arani, 2016; Rose, 2001). Furthermore, job satisfaction is a 

universal phenomenon since most of the expectations of workers somewhat 

correlate worldwide. These include: good pay, good working environment, 

recognition and respect of their human rights (Arani, 2016; Nganzi, 2014). 
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There are many aspects that contribute to one’s job satisfaction or 

dissatisfaction. When employees are dissatisfied with their work, they look for 

other opportunities or they may emotionally or mentally withdraw from the 

organization (Lok and Crawford, 2004).   For practitioners, job satisfaction is 

important because pursuing job satisfaction reflects the humanitarian concern 

that employees deserve to be treated respectfully (Ellickson & Logsdon, 2001). 

Job satisfaction is a complex multidimensional concept and a general attitude a 

person has in handling his or her work (Saiti & Fassoulis, 2012). It also has been 

referred to as  the degree to which employees like their jobs (Yang & Wang, 

2012) and is influenced by many organizational contextual factors, ranging 

from salaries, job autonomy, job security, workplace flexibility, to leadership 

(Voon et al., 2011). 

It has also been described as the general attitude and a collection of feelings and 

beliefs that people have about their current jobs and organizations (Rad & 

Yarmohammadian, 2006). This implies that people’s levels of jobs satisfaction 

can range from extreme satisfaction to extreme dissatisfaction (Njiru, 2014). 

Work plays a dominant role in our lives. It occupies more of our time than any 

other activity. We define ourselves in part by our career or profession, it is very 

difficult to enjoy life without doing some productive work, and any activity 

which has so much importance must evoke strong positive or negative reactions 

from and these reactions tell how satisfied or dissatisfied one is with his/her 

work. Job satisfaction is so important in that its absence often leads to lethargy 

and reduced organizational commitment. 

Culture of an organization is miniature of the process of cultural macro-

environment organization and cultural boundaries that are defined by this 

process. Each organization aspects of national culture, regional and 

occupational and jobs in which they will operate were exhibits. In fact, the main 

core of organization cultural represents values that all the members of 

organization are jointed in this organization and based on these values behaviors 

are shaped with organization.  

The world is changing rapidly and the level of employee expectation and 

satisfaction also change accordingly. Organizational culture adapts overtime to 

cope up with such dynamic changes and meet the varying demand of employee 

expectations and satisfactions. Therefore a supportive culture as pointed out by 
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Ritchie (2000) is considered as a motivational instrument which promotes the 

employees to perform smoothly and ensures better productivity (Ritchie, 2000). 

Culture of an organization is miniature of the process of cultural macro-

environment organization and cultural boundaries that are defined by this 

process. Each organization aspects of national culture, regional and 

occupational and jobs in which they will operate were exhibits. In fact, the main 

core of organization culture represents values that all the members of 

organization are jointed in this organization and based on these values behavior 

are shaped with organization. Today, study of organizational culture and impact 

on job satisfaction as an important issue in the world is considered and a large 

part of the time, budget and attention of experts is allocated to itself. In order to 

meet the organizational objectives and achieve competitive advantages, 

organizations tries to recruit highly performing individuals. On the other hand, 

individuals need supportive organizational culture to help them reach individual 

objectives. Therefore, an organization is a consciously coordinated system 

where characteristics of individuals, groups and organization interact with each 

other and effective interaction among them highly depends on organizational 

culture that shapes the individual performance (Kozlowski & Klein, 2000) and 

in most of cases high performers are more appreciated and promoted than low 

performers (Chen, 2001). 

Beneficial organization's culture has a positive impact on job satisfaction. In 

fact, development of organizational culture, sense of identity and commitment 

will facilitate and also increases the stability of the organization (Chang, 2015).  

The place where trying to enhancing employees motivation lies in the 

satisfaction gained from the task itself. In the routinely task people enjoy what 

they’re doing and do therr best to match them to their changing desires and 

satisfaction Tharp (2009) 

Highly collective organizations emphasize group harmony, cooperation and 

reward for enhancing job satisfaction (Javidan & Dastmalchian, 2009). At the 

more operational level, the higher performing organizations have a management 

style that includes giving more freedom to their managers to take independent 

actions rather than simply following orders, to take reasonable risks and to 

openly discuss conflicts and constructive criticisms. High humane oriented 

organizations reward people who are fair, altruistic, friendly, generous, kind 
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(Javidan & Dastmalchian, 2009). It includes the employees’ physical and 

mental health, sense of happiness and social wellbeing, which all attributed with 

the term “job satisfaction” (Grant et al., 2007).   In general, job satisfaction 

encapsulates an employee’s felling about his/ her job. Research, however, has 

revealed that job satisfaction is a multidimensional phenomenon, influenced by 

several internal and external factors, like the individual’s values, principles, 

personality and expectations and the job’s nature, the opportunities provided 

etc. (Davis et al., 2006).  

Lack of job satisfaction causes problems and adverse consequences such as: 

transport, desertion, absenteeism, apathy work, and loss of motivation and 

morale and more will follow. The concept of organizational culture has drawn 

attention to the long-neglected subjective or “soft” side of organizational life. 

As organizations grow, they tend to face more challenges. These challenges 

have, therefore, created the need to change the organization’s culture to be more 

supportive to their employees. According to Tharp (2009), people work for 

money, but they also work for welfare and self-satisfaction. Most employees 

want to be proud of their organizations, to have a good relationship with other 

employees and managers and heads of organizations and to believe they have 

worthwhile jobs. Many factors influence both individuals and groups in 

organizations, but not all are considered when trying to understand the behavior 

of people at work. Thus, this study tends to fill this gap by conducting a study, 

not only produces practical policy implications but also furthers the 

development of the model in a developing country setting. It is on this 

background that this study intends to assess the mediating effect of 

organisational culture on the relationship between motivation and employee job 

satisfaction. 

 

Conceptual Framework  

Conceptual framework is a set of lucid concepts or thoughts planned in a way 

that make them stress-free to communicate to others (Grant, 2007). Figure 1 

below is a conceptual framework that present the relations concerning 

independent and dependent variables as well as mediating variable of the 

research problem.  
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Fig 1. Conceptual Framework of the study 

                 
Source: Conceptual framework developed by the researcher, 2020 

 

Literature Review  

Conceptual issues  

Organizational culture  

Organizational culture has been described as: the glue that holds the 

organization together (Bani Hashemian, 2010) widely shared and with strong 

values (Chatman & Jehn, 1994) a general pattern of mindsets, beliefs and values 

shared by members of an organization and have the origins in the thinking of 

the founders and evolving over time (Ortega-Parra & Sastre-Castillo, 2013).  

This is one of the critical areas a leader needs to pay attention to. This is so 

because organizational culture influences how people in an organization feel, 

think and act and has been said to be the secret behind the highly successful 

Japanese companies (Alvesson, 2012). It is a the glue that holds organizations 

together (Balthazard et al., 2006). As it permeates every aspect of an 

organization: it is their essence, their DNA, their present and their future (Block, 

1991). Culture is an important social characteristic that influences 

organizational, group and individual behavior (Wong et al., 2011). It has also 

been conceptualized as deep rooted norms, values, assumptions, attitudes and 

widely shared by organizational members (Schein, 2004). 

Organizational culture has been termed as the basic assumptions about the 

world and the values that guide life in organizations (Schein, 2004). Some of 

the features of organizational culture include: it is difficult to define, it is multi-

Motivation 
Employee Job 

Satisfaction 

Organizational Culture 
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dimensional, it is relatively stable over short periods of time and it takes time to 

establish and change (Armstrong & Taylor, 2014). 

Elements of organizational culture include: openness, collaboration, teamwork, 

learning from mistakes and conflict resolution and these could affect job 

satisfaction (Hall et al., 2010). It is critical to understand an organization’s 

culture because it affects the way people consciously or unconsciously think, 

feel, and act and make decisions (Schein, 2004). This means, therefore, that 

culture is very crucial in organizational outcomes. 

 

Motivation 

Motivation is the perception of an individual that describe the intensity of his 

or her behavior. Performance Appraisal helps employees to motivate by clearly 

define their objectives and by setting future direction with providing training to 

fulfil the objective performance (Armstrong, 2001).  

Motivation is an element that retains and manages employee manners and 

behavior. (Porter & Miles, 1974) argued that in job the employees need freedom 

for success and work environment traits rewards create motivation. Motivation 

acts as driving force that leads employees towards its goals. Motivated 

employees are highly involved and engaged in their job and try to make their 

performance best (Harris, 2014).  Motivation is the most important matter for 

every organization public or a private sector. For the success of any organization 

motivation play an important role. All organization encounters the matter of 

motivation whether they are in the public or private sector (Chintallo & 

Mahadeo, 2013).  

 

Job Satisfaction 

Job satisfaction is a pleasurable or positive emotional state that Individual 

assessment of his job or his job experience will result (Robertson, 2009). Job 

satisfaction as common subjects in all organizations is considered. The level of 

employees' attitudes toward their jobs, it is important for all organizations 

(Luthans, 2010). Attitudes are important in work, It directly and indirectly 

influence on work behavior (Nasiri, 2008).  

Between in these attitudes, Job satisfaction is an important factor for increasing 

productivity, caring staff With respect to the organization, belonging and 
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attachment to their work, And quantity and quality of work, good human 

relations in the workplace, Establish proper communication, raising the spirit of 

love and interest in work is considered (Homan, 2002).  

Job satisfaction is an essential component in the success of an organization. As 

organizations strive to continuously improve the performance of the whole 

organization, Level of job satisfaction of employees was critical that 

organization can achieve to its goals. When employees in an organization to 

express their dissatisfaction or unhappiness it may has a steep effect on 

organization. In organization that Most of the staff are very dissatisfied, the 

possibility of a work culture that encourages members to do things with all their 

abilities do not exist (Nasiri, 2008).  

 

Relationship between Organizational Culture and Employee Motivation  

Studies of Renyowijoyo (2003) showed there is a relationship between 

supportive organizational culture, innovative organizational culture, and 

bureaucratic organizational culture and job satisfaction. In addition, Koesmono 

(2005) mentioned that generally organizational culture affects motivation, job 

satisfaction, and performance positively.  

Organizational culture and employee motivation. According to Richard (2007) 

culture are significant components of the internal surroundings of an 

Organization. Thus, in order to find the culture and motivation bond, a mixed 

method for data collection and analysis has been used. Furthermore, the study 

showed that Organizational culture has a straight impact on employee 

motivation. The better the Organizational culture, the upper the motivational 

level of employees (Sokro, 2012). It was observed that if Organizations expand 

a strong culture of satisfy and identify employees‟ effort, it leads to increase 

motivation.   

 

Relationship between Organizational Culture and Job Satisfaction  

Job satisfaction is influenced by factors such as good working conditions, same 

wage, fringe benefit, challenging tasks, Favorable cooperators, Leadership and 

qualified manager are comply with the wishes of the individual goals (Robbins, 

2007).  If the relationship between organizational culture and job satisfaction is 

stronger, it is represents a strong culture in the organization. If the association 
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between organizational culture and job satisfaction is low, it is Represents a 

weak culture of the organization (Martin, 2000).  

According to (Sokro, 2012), there is a correlation between culture and 

employees consent. However, this correlation is a function of individual 

differences. In summary it can be said that when there is a match between 

individual needs and organizational culture, satisfaction is high. 

The study of Moon (2016) showed that the most appreciated job satisfaction 

factors were job involvement, cohesion among colleagues, support from 

superiors and opportunities for autonomous action. The counterpart factor 

revealed by the study of Castillo and Cano (2014) was the work itself, while 

working conditions were reported to be the less important factors. Other factors 

of job satisfaction reported in the study of Ambrose et al. (2015) were salaries, 

mentoring and promotion opportunities. 

 

Relationship between Motivation and Job Satisfaction  

Motivation and Job Satisfaction has been considered to be affected by economic 

variables and this fact cannot be denied but are not sufficient enough to have a 

prolonged effect. Therefore, in planning rewarding, encouraging economic 

tools should be employed in accordance with employees’ needs. In fact, there 

are ways of increasing employees’ work motivation and satisfaction other than 

monetary tools (Moncrief, 2010). 

Yang and Wang (2013), worked to evaluate the effective dynamics of work 

motivation and job satisfaction of textile employees. It analyzes the 

effectiveness of psycho-social, economic, organizational and managerial tools 

over individuals’ motivation in terms of maintaining the motivation and job 

satisfaction of the employees in the business. The study came out with the 

conclusions that economics tools by employee are positively and significantly 

related to the level of motivation increase perceived by the employee. Second 

regression model plays an important role in determining the level of job 

satisfaction except economic and psychosocial tools and has a positive effect 

on increasing employee motivation with implementations carried out to increase 

employee satisfaction at work. 

 

Empirical Review  

Silverthorne (2004) have studied the impact of different types and dimensions 

of organizational culture on job satisfaction, but studies pertaining to 
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organizational values and job satisfaction are rare. Thus, the current study 

attempts to explore the effects of various organizational values on job 

satisfaction. Silverthorne (2004) concluded in his study that job satisfaction of 

the employees is impacted by the supportive organizational culture, innovative 

organizational culture and bureaucratic organizational culture, in descending 

order.   

Employee’s own personality, preferences and characteristics have a great 

impact on how they perceive organizational culture (Palthe and Kossek, 2013). 

Arani (2016) revealed working condition to affect the employee’s attitude. 

Similarly, Verplanken (2014) suggested individual’s values to be an important 

aspect shaping their perception towards organization. Therefore, organizational 

researchers have been interested in understanding the various organizational 

values that influence various job attitudes. 

There are numerous researchers who consider the importance of individual 

factors (i.e. ability and effort) to make a link between organizational culture and 

employee performance (Gardner & Schermerhorn, 2014) it requires further 

investigation for better understanding and prediction of the relation between 

organizational culture and job satisfaction. 

Early studies have indicated that there exist relationship between organizational 

culture and its performance. Magee (2012) in this very point argued that 

organizational culture is inherently connected to organizational practices; 

therefore organizational performance is conditional on organizational culture. 

According to Hellriegel & Slocum (2019), organizational culture can enhance 

performance in a large scale if it can be understood that what sustains a culture. 

According to these authors the culture of an organization allows the employees 

to be acquainted with both the firm’s history as well as current methods of 

operation and this specific detection endows the employees with guidance about 

expected and acceptable future organizational behaviors and norms. 

Research has been carried out on various issues of organizational culture, for 

example, organizational culture types (Tharp, 2009) emphasize the stages of 

culture across the organization whereas organizational psychology. There has 

been a lack of consensus amongst researchers regarding the influence of cultural 

dimensions on job satisfaction. Huang and Wu (2010) found job satisfaction of 

the employees to be positively influenced by control & management, result 
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orientation and professionalism. Platonova et al. (2016) revealed that the 

organizations where employees feel their performance is recognized have high 

job satisfaction. However, McKinnon et al. (2003) found stability, respect for 

people and aggressiveness to have a positive effect on job satisfaction of the 

employees. Therefore, there is still a need to investigate the relationship 

between organizational culture and job satisfaction (Detert, 2010).    

According to research done by Avolio (2010) on job satisfaction, people who 

tend to be positive and cheerful most of the time do indeed tend to express 

higher job satisfaction than ones who tend to be Down and Gloomy. They also 

added that job satisfaction depends primarily on the match between the 

outcomes individual value in their jobs and their perceptions about the 

availability of such outcomes-especially for those facets of the job that are 

highly valued. 

 

Theoretical framework  

According to Magee (2002) there are many theories that guide this research 

such as theory of equity theory, content theories, Maslow's need hierarchy, ERG 

theory,  

Herzberg Two-Factor Theory. But for the purposes of this research, the study 

dwelled on two theories i.e.  theories of content theory, these two theories have 

direct link with the subject matter, theory of organizational culture deals with 

cultural traits that are positively related to performance and content theory seek 

to investigate the factors that control and organise human behaviour in an 

organizational setting which are the main focus of this study. 

 

Theory of Organizational Culture and Effectiveness 

Denison and Mishra (1995) developed and supported the Theory of 

organizational culture and effectiveness.  It identifies four cultural traits that are 

positively related to performance. These are: involvement, consistency, 

adaptability and mission. Fey and Dennison (2012) argue that of these traits, 

involvement and adaptability are indicators of flexibility, openness, and 

responsiveness, and were strong predictors of growth while the other two traits, 

consistency and mission, are indicators of integration, direction, and vision, and 

were better predictors of profitability. However, each of the four traits is also 
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significant predictors of other effectiveness criteria such as quality, employee 

satisfaction, and overall performance (Denison & Mishra, 1995; Fey & 

Denison, 2012). 

 

Maslow’s Hierarchy of Need’s Theory 

Maslow (1943) synthesised this large body of research and concluded that 

fulfilment of human needs in necessary for both physical and psychological 

health (Spector, 2013). This means that a need affects human behaviour until it 

is satisfied. Maslow arranged human needs in a hierarchy that include physical, 

social, and psychological needs. He observed that these needs can be arranged 

based on their importance to the individual. Those unmet needs act as a 

motivator. Once one of these needs has been satisfied, it will no act as a 

motivator and the individual will move to satisfy the next higher need in the 

hierarchy (Hilgert & Leonard, 2011; Luthans, 2010). 

 

ERG Theory 

The ERG theory developed by Alderfer (1972) is considered an extension to 

Maslow's theory of Hierarchy of Needs.  However, the ERG theory is narrowed 

down to the organisational context by explaining work behaviour in 

organisations (Nganzi, 2014). Alderfer (1972) provided an alternative to 

Maslow's theory which is based on five need levels. In the ERG theory, Alderfer 

(1972) and Hofmans, Gieter, and Peppermans (2012) argues that these five 

levels of needs could be based on a three-dimensional conceptualisation of 

human needs, namely existence, relatedness, and growth. By developing the 

ERG theory, Alderfer (1972) argued that the five need categories in Maslow’s 

theory could be incorporated into into three main categories, being “Existence”, 

“Relatedness”, and “Growth”. The name of the ERG theory is derived from the 

first letters of these three categories (Plunkett, Attner, & Allen, 2017). 

The three categories of needs are shown in the following diagram.  
 

 

 
 

Relatedness 
 

Figure 2: Need Categories in ERG Theory 

Source: Spector (2013) 

Existence Growth 
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Alderfer (1972) arranged these categories of needs on a continuum based on 

their concreteness. For example, the existence needs are the most concrete 

among the ERG model because they involve physical objects (Spector, 2013). 

Relatedness needs come second in this order because they do not have physical 

objects. On the contrary to Maslow's Hierarchy of Needs theory, Alderfer's 

(1972) model does not restrict the flow between these needs. 

 

Methodology 

This research was conducted using survey method to have primary data which 

was obtained directly from the original source through questionnaire to measure 

the perception of the respondents. . This method enabled direct contact between 

the researcher and respondents who are employees (Academic staff) of 

MAUTECH Yola and Gombe state university of Gombe state, Nigeria. 345 

employee were randomly selected from the total population of the two 

universities which were put at MAUTECH (1,459) staff and GSU (1,097) staff 

consisting of all academic and non-academic staff, excluding sabbatical and 

visiting staff academic staff obtained from the registry department of the two 

universities with minimum criterion that they have been working with the 

university for at least one year. The variables used in this study consists of the 

exogenous variables and endogenous variable as well as organisational culture 

(the mediating variable) as described in the model above. With the help of 

Statistical Package of Social Sciences (SPSS) version 23 regression was used 

as a technique of analysis of this research. 

In determination of the sample size, the researcher adopted the use of Yamani 

formula (1964). 

 

n    =        N____      

        1 + N(e)2,  N = 2556 
 

n =    2556______ 

      1 + 2556(0.05)2 

 

n =    2556______ 
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      1 + 2556(0.0025) 

 = 2556 

  7.4 

 = 345.4 i.e. ≈ 345 

Therefore, the sample size for this study will be 345   

 

Table 1. Categorization of staff based on institutions 

Institution Level Staff` 

MAUTECH Academic staff 570 

Non-academic staff 889 

GSU Academic staff 513 

Non-academic staff 584 

Total  2,556 

Source: Department of Registry: GSU & MAUTECH, 2020. 

 

Measurement 

The dependent variable for this study is employee job satisfaction and the 

independent variable for this study employee motivation and the mediator 

variable is organisational culture as considered in the study. The dimensions in 

this study adapted from previous studies (example, Hellriegel & Slocum (2019) 

and Yasemin (2011). All the items were measured by a five-point scale, ranging 

from “Strongly disagree” (1) to “Strongly agree” (5). Both the independent, 

dependent and mediating variables were measured by a five-point scale, ranging 

from “Strongly disagree” (1) to “Strongly agree” (5). 

 

Discussions of Findings 

Hypotheses Testing  

Ho1: There is no significant relationship between organizational culture and job 

satisfaction? 

Table 2 Correlations Results 

  OC EM 

OC Pearson Correlation 1 .840** 

Sig. (2-tailed)  .000 

N 309 309 
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JS Pearson Correlation .840** 1 

Sig. (2-tailed) .000  

N 309 309 

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

 

A Pearson’s correlation analysis was conducted to examine the relationship 

between organisational culture and job satisfaction and it revealed that there is 

significant and positive relationships between organizational cultural and job 

satisfaction (r = 0.840, P < 0.05). Therefore, we reject the null hypothesis and 

accept the alternate hypothesis. 

 

Ho2:  There is no significant relationship between employee motivation and 

job satisfaction? 

Table 3: Correlations Results 

  OC JS 

EM Pearson Correlation 1 .891** 

Sig. (2-tailed)  .000 

N 309 309 

JS Pearson Correlation .891** 1 

Sig. (2-tailed) .000  

N 309 309 

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

 

A Pearson’s correlation analysis was conducted to examine the relationship 

between employee motivation and job satisfaction which revealed that there is 

significant and positive relationships between employee motivation and job 

satisfaction (r = 0.891, P < 0.05). Therefore, we reject the null hypothesis and 

accept the alternate hypothesis: that organisational culture will lead to employee 

job satisfaction. 

 

Ho3:  Organisational culture cannot mediate the relationship between 

motivation and job satisfaction? 

Table 4: Correlations Results 

  OC EM JS 
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OC Pearson Correlation 1 .840** .891** 

Sig. (2-tailed)  .000 .000 

N 309 309 309 

EM Pearson Correlation .840** 1 0.941** 

Sig. (2-tailed) .000  .000 

N 309 309 309 

JS Pearson Correlation .891** .941** 1 

Sig. (2-tailed) .000 .000  

N 309 309 309 

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

A Pearson’s correlation analysis was conducted to examine the relationship 

between organizational culture, employee motivation and job satisfaction. The 

result of correlation revealed that there is significant and positive relationships 

between employee motivation and job satisfaction (r = 0.840, 0.891, 0.941, P < 

0.05). Therefore, we reject the null hypotheses and accept the alternate 

hypotheses. 

 

Table 5: Regression analysis  

 

Model Summaryb 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

Durbin-

Watson 

1 .959a .919 .919 2.08487 .181 

a. Predictors: (Constant), EM, OC   

b. Dependent Variable: JS   

 

 

Table 6: ANOVAb 

Model Sum of 

Squares 

Df Mean 

Square 

F Sig. 

1 Regression 15185.064 2 7592.532 1.747E3 .000a 

Residual 1330.088 306 4.347   

Total 16515.152 308    

a. Predictors: (Constant), EM, OC     
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b. Dependent Variable: JS     

 

Table 7: Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. 

Error 

Beta 

1 (Constant) 3.162 .670  4.719 .000 

OC .376 .033 .341 11.402 .000 

EM .400 .018 .654 21.886 .000 

a. Dependent Variable: JS     

 

The regression shows the relationship between the variables (organizational 

culture, employee motivation and job satisfaction) they are highly positive as 

indicated by R 0.959 (95.9%). The R2 statistic of 91.9% shows that the model 

is a good predictor of the dependant variables. This shows that the model 

explain about 90.5% variations in the dependant variable, while the remaining 

9.5% is attributed to variables not captured by the regression model.  

 

The individual contributions of the variables in the model shows that the t – 

statistics is positively signed (4.719, 11.402, & 21.886) and it is statistically 

significant at 5%.  The F - statistics 1.747 also revealed that the variables of the 

model jointly explained the dependant variables. The significant value of (P < 

0.05) indicates that there is a positive relationship between organizational 

culture, employee motivation and job satisfaction in GSU and MAUTECH.  

Table 8. Residuals Statisticsa 

 Minimum Maxim

um 

Mean Std. 

Deviation 

N 

Predicted Value 18.5719 38.9701 31.1489 7.02155 309 

Residual -4.97158 4.89931 .00000 2.07809 309 

Std. Predicted Value -1.791 1.114 .000 1.000 309 

Std. Residual -2.385 2.350 .000 .997 309 

a. Dependent Variable: JS     
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Conclusion and Recommendations 

Conclusion 

Based on the results it is concludes that there is a significant and positive 

relationship between organizational cultural and employee motivation. The 

management style practiced in the institutions is not characterised by security 

of employment, conformity, predictability, and stability in relationship. The 

leadership is not exemplifying coordinating, organising, or smooth-running 

efficiency, also employees are not willing to stick their necks out towards 

ensuring institutional objectives are achieve. The management style in the 

institutions is not characterised by hard-driving competitiveness, high demands, 

and achievement. Furthermore, the institution is not results oriented as the 

management style in the institutions is not encouraging teamwork, consensus 

and employee participation. 

 

Recommendations 

Based the findings the following recommendations were offered: 

i. There is need for the principal officers of the selected 

institutions to develop good management style practiced in 

the institutions in line with the ensuring security of 

employment, conformity, predictability, and stability in 

relationship. 

ii. Employees should be provided with opportunities to 

growth professionally to maintain a good reputation in 

their institutions. 

iii. The management needs to provide motivational incentives 

in order to motivation their employees to be satisfied with 

benefits received in the institution. 

iv. The management should not make work tedious with too 

much rules & procedures to hamper employees from doing 

good job in the institutions. 
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