316

A STUDY OF THE RELATIONSHIP BETWEEN INSTRUCTORS’
PERCEPTIONS TOWARDS ORGANIZATIONAL CULTURE AND
JOB SATISFACTION IN SHIYUAN COLLEGE OF NANNING
NORMAL UNIVERSITY

Jie Li!
Watana Vinitwatanakhun?

Received: 30" October 2020
Revised: /9" December 2021
Accepted: /0" January 2022

Abstract: The main purpose of this study was to determine the relationship
between instructors’ perceptions towards organizational culture and their job
satisfaction at Shiyuan College of Nanning Normal University. The study first
assessed the instructors’ perceptions towards organizational culture, examined
their job satisfaction, and lastly found the relationship between organizational
culture and job satisfaction. The study was conducted by surveying 147 full-
time instructors during the academic year 2020 at Shiyuan College of Nanning
Normal University. Means and Standard Deviations were used to report the
instructors’ perceptions towards organizational culture and their job
satisfaction. Pearson Product Moment Correlation Coefficient was applied to
analyze the relationship between these two variables. The results indicated a
significant relationship between instructors’ perceptions of organizational
culture and job satisfaction at Shiyuan College of Nanning Normal University.
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Introduction

The society we live in now is developing and changing daily. No matter what
kind of organization, they need to keep up with the times, constantly improve
their strengths, and compete with others to succeed. Denison and Mishra
(1995) stated that an effective organization usually has a strong organizational
culture. Organizational culture is an essential factor affecting organizational
effectiveness. Schein (1990) also stated that organizational culture is a
powerful force that shapes its members’ behavior, thoughts, and feelings. The
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long-term goals and orientation of a school can be achieved by utilizing the
functional elements of culture, such as values, school visions, and rules. A
positive organizational culture can help solve the problems that arise
(Kythreotis et al., 2010)

Job Satisfaction refers to the employee’s cognitive appraisal and emotional or
behavioral response to their work. It describes how satisfied an employee is
with their job or how well their expectations of the job match up with the
compensation that the job offers. Job Satisfaction among university instructors
also plays an important role in educational research. (Sanjeewani, 2011). In
evaluating a university, instructors’ job satisfaction is usually considered the
main dependent variable of university effectiveness. A well-adjusted and
satisfied instructor can make a great contribution to the well-being of their
students.

Organizational culture is closely related to job satisfaction, where job
satisfaction results from organizational culture (Belias & Koustelios, 2014).
Some researchers argue that if employees are content with the organization’s
culture, it will motivate them to work hard, and their commitment will be
reliable. When employees can take control of their work or achieve a certain
level of success, they are more satisfied with their work (Sabri, Ilyas, &
Amjad, 2011). Belias and Koustelios (2014) mentioned that the supportive
culture of the organization boosts the job satisfaction of the employees.

Research Objectives

There were three objectives in this research:

1. To identify the level of instructors’ organizational culture perceived in
Shiyuan College of Nanning Normal University.

2. To identify the instructors’ job satisfaction level in Shiyuan College of
Nanning Normal University.

3. To determine a relationship between instructors’ perceptions of
organizational culture and job satisfaction in Shiyuan College of Nanning
Normal University.

Literature Review

Denison Organizational Culture Model

The Denison model was developed by Dr. Daniel Denison and based on Field
Theory. In the Denison Model, these core beliefs and assumptions are
summarized in terms of four main cultural “traits” that impact organizational
performance and effectiveness (Denison, 1990).
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1. Mission- refers to the degree to which an organization knows why it exists
and where it is headed. A sense of mission has two main effects on the
functioning of an organization: First, the mission provides purpose and
meaning, as well as a range of non-economic reasons why organizational work
is essential. Mission provides purpose and meaning by defining the social role
of the organization and determining the importance of the individual role for
the organizational role (Denison & Mishra, 1989). Second, a mission provides
the organization and its members with a clear direction and an appropriate
course of action that expresses its vision for the future (Denison & Mishra,
1995). Organizations that don’t know where they are moving to and their
current conditions are often unsuccessful because they don’t have a clear sense
of purpose and direction (Ahmady, Nikooravesh, & Mehrpour, 2016).
Denison (1990) pointed out that a mission-oriented organization can
significantly contribute to short- and long-term commitment (Denison, 1990).

2. Adaptability- refers to the ability to change within an organization in
response to external conditions (Denison & Mishra, 1995). Schein (1985)
notes that the components of culture often include responses to collective
actions that the organization has previously identified as adaptive (Schein,
1985). It is difficult for any organization to succeed if it only has natural
advantages without strong adaptability. They constantly improve the
organization’s ability to receive, interpret, and transform the organizational
environment to face risks, draw lessons from experience, and create
organizational changes to serve customers better and increase its
competitiveness (Denison, 1984). Denison & Mishra (1995) note that
adaptable organizations typically experience increased sales and market share.

3. Involvement-this trait focuses on the employee’s commitment and
ownership. Effective organizations often build strong teams, empower
employees, and develop human capabilities that increase employee
commitment and ownership (Denison, 1990). Employee engagement practices
improve efficiency and maintain the human resources of the organization’s
sustainable practices and provide valuable ideas and advice to the organization
(Bakhsh Magsi et al. 2018). Employees are committed to their work and feel
a sense of ownership when they believe that they have some input into
decisions that affect their job or that their work is directly related to the
organization’s goals (Mujeeb, Masood, & Ahmad, 2011).

4. Consistency- refers to a high degree of integration and collaboration within
an organization (Ahmady et al., 2016). According to Saffold, the effectiveness
of an organization may be related to a consistent and well-integrated system
of internal governance (Saffold III, 1988). Leaders and followers are good at
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merging different viewpoints and reaching consensus to form a thinking
pattern to build an organizational system, which will help guide the behavior
of employees (Denison & Mishra, 1995). Consistency is a powerful source of
stability within an organization (Denison, 1990).

Herzberg’s Two-Factor Theory

Frederick Herzberg developed the Motivation-Hygiene theory based on
Maslow’s earlier work. This theory is compared with Maslow’s need
hierarchy theory. Although both theories try to identify the factors that cause
motivation, Herzberg does not focus on finding the needs that energize
individuals but instead on the work environment to identify the positive and
negative factors that trigger people’s work (Lunenburg & Ornstein, 2011).

Herzberg divides job satisfaction into two categories :(1) motivation factors:
factors such as recognition, achievement, and responsibility can contribute to
employees’ job satisfaction; (2) hygiene factors: factors can affect employees’
expectations of their jobs and prevent job satisfaction, such as supervision,
company policies, working conditions, co-worker, salary and job security.

Regarding hygiene factor of Herzberg’s Two-Factor Theory: This is related to
the environment surrounding work, leading to the employees’ dissatisfaction.
These factors require constant maintenance by managers because they are
never fully satisfied (Manisera, Dusseldorp, & Van Der Kooij, 2005). Hygiene
factors included Supervision, Company policies, working conditions, Salary,
Co-worker, Job security.

Regarding the Motivator factor of Herzberg’s Two-Factor Theory: This is
related to employees’ internal motivation for their work, improving people’s
job satisfaction by fulfilling an individual’s psychological needs. These
motivator factors included advancement, the work itself, recognition, and
responsibilities.

Conceptual Framework

This study intended to identify the instructors’ perceptions of the level of
organizational culture and job satisfaction and determine whether there was a
relationship between these two variables in Shiyuan College of Nanning
Normal University.

Figure 1 shows the conceptual framework of this study. The box on the left

shows the four cultural traits based on Denison Organizational Culture Model.
The right side of the framework shows instructors’ job satisfaction as a set of
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two categories or ten variables based on Herzberg’s Two-Factor (motivator-
hygiene) Theory.

Instructors’ Job Satisfaction
, 1. Hygiene Factors
Instructors e  Supervision
perception toward e Company policies
Orgéillztﬁ?eonal e Working Conditions
e Salary
U Miss — e Co-worker
o (11851;)1;) - e Job Security
. aptability 2. Motivation Factors
3. Involyement e Advancement
4. Consistency e Recognition
e  Work Itself
e Responsibilities
Figure 1: Conceptual Framework of This Study
Research Method

This study was a quantitative relationship study to determine the relationship
between instructors’ perception of Organizational Culture and job satisfaction
at Shiyuan College of Nanning Normal University.

The researcher used the questionnaire to collect data from the 147 full-time
instructors in Shiyuan College of Nanning Normal University; in the academic
year 2020, the questionnaire was distributed, and 147 copies were returned;
the return rate was 100%. The 5-point Likert scale was used in this study, with
1 to 5 representing the degree. The levels of this table are from very
dissatisfied to very satisfied, and the lowest is 1 point, and the highest is 5
points. The first part of the questionnaire about the instructors’ perceptions of
the organization is adopted from Prakashs’ four dimensions of the
Organizational Culture Survey (2006), and the second part about their
perceptions toward job satisfaction is based on Minnesota Satisfaction
Questionnaire (MSQ) (Weiss et al., 1967).

Findings

Research Objective One

Table 1 shows that the mean in total for organizational culture was moderate,
which a score was 3.36. The score for consistency was the lowest (3.27), and
the score for adaptability was the highest (3.46), both at the moderate level.
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Table 1. Means and Standard Deviations of the Level of Instructors’
Perceptions towards Organizational Culture in Shiyuan College of Nanning
Normal University (n=147)

Organizational Culture Mean SD Interpretation

1  Mission 3.45 302 Moderate

2 Adaptability 3.46 319 Moderate

3 Involvement 3.25 341 Moderate

4  Consistency 3.27 .380 Moderate
Total 3.36 283 Moderate

Research Objective Two

Table 2 shows that the mean in total for job satisfaction was at the level high,
which a score was 3.51. The score for hygiene factors was the lowest (3.41),
and the score for motivational factors was the highest (3.61).

Table 2. Means and Standard Deviations of the Level of Instructors’ Job
Satisfaction in Shiyuan College of Nanning Normal University (n=147)

Job Satisfaction Mean SD Interpretation
1 Hygiene Factors 341 351 Moderate
2 Motivational Factors 3.61 251 High
Total 3.51 280 High

Research Objective Three

Table 3 shows the relationship between instructors’ perceptions of
organizational culture and their job satisfaction. The result showed that r
was .816, Sig. (2-tailed) was .000, which was less than .05. That indicated a
strong positive correlation between organizational culture and job satisfaction
for the instructor at Shiyuan College of Nanning Normal University.

Table 3. Pearson Product Moment Correlation between Instructors’
Perceptions towards Organizational Culture and their Job Satisfaction.

Pearson Correlation test Job Satisfaction  Conclusion
Pearson There is a

Organizational . 816%* significant
Correlation ) )

Culture relationship

Sig.(2-tailed) .000

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

Discussion
According to the analysis result of this study, the level of the instructors’
perceptions towards organizational culture was moderate (3.36). While the
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level of instructors’ job satisfaction at Shiyuan College of Nanning Normal
University was high (3.51), the findings result shows that there is a strong
positive relationship between instructors’ perceptions towards organizational
culture and their job satisfaction at Shiyuan College of Nanning Normal
University.

For the organizational culture section, the total mean score of instructors’
organizational culture in Shiyuan College of Nanning Normal University was
3.36, which was in the range of 2.51-3.50 interpretation in the moderate level.
This implies that the instructors’ from Shiyuan College of Nanning Normal
University are neither satisfied nor dissatisfied. It also indicates that something
needs to change at Shiyuan college of Nanning Normal University to improve
levels of instructors’ perception towards organizational culture.

The highest mean was 3.46, which is about adaptability culture. The lowest
mean was 3.25, which is about involvement culture. In the depth analysis of
adaptability culture, instead of the professional development or training
section, the level of satisfaction of instructors was relatively high. Providing
instructors with professional development opportunities or training activities
will help them adapt to the organization’s working environment. Bonsting
(2001) put forward the concept of “Quality Circles” in his book “school of
quality.” These include the regular holding of professional development
activities, such as group discussions or seminars, to address problems in the
organization and improve the system’s quality. The professional development
activities are designed to create a culture that lends itself to openness, trust,
and employees’ involvement. Aboazoum et al. (2015) studied Organizational
Culture and its Impact on Employee Career Progression in Public Sector
Organizations in Pakistan. This study confirmed that organizational culture
has a significant impact on employees’ career development, which ultimately
leads them to better function and perform. A strong culture promotes and
facilitates the commitment of employees in an organization. When employees
are well-adjusted to their jobs and put in the effort, they are more likely to
achieve organizational goals.

In the depth analysis of involvement culture, it is worth noting that the
questions “Leaders value instructors’ ideas” and “Instructors are involved in
the decision-making process” are at a low level. It was exhibited that most
instructors believe that their ideas are not valued and that they are not involved
in decision-making. This analysis is supported by Amah and Ahiauzu’s study
in 2013; they mentioned that making an employee his best participation with
commitment and involvement leads to the empowerment of employees that is
directly proportional to the development of the parent organization. The
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shared control and decision-making approach sustains the organization’s
growth and establishes it as a comprehensive quality management
organization(Amah & Ahiauzu, 2013). Giri et al. (2016) studied the Effect of
Organizational Culture and Organizational Commitment on Job Involvement,
Knowledge Sharing, and Employee Performance found out that an
organizational culture with a strong culture would get its employees
committed and involved in their work. Employees contribute more to the
organization when they consider their work valuable, meaningful, and
conducive to personal and professional growth. Ouchi’s study in 1983 also
suggested that administrators can invite subordinates to share control, which
provides stakeholders with input into decisions that will affect the way they
perform their responsibilities (Wilkins & Ouchi, 1983).

For the job satisfaction section, the total mean score of instructors’ job
satisfaction in Shiyuan College of Nanning Normal University was 3.51, a
high level. The study looked at job satisfaction from two perspectives. The
means score for the instructors’ perception of hygiene factors was moderate.
But the motivational factors got a high score, which in the high level, such as
“recognition” and “responsibilities,” reached a high score. Therefore, the total
mean score of instructors’ perceptions of job satisfaction was also interpreted
as high. This means that university leaders’ incentives to instructors are
effective, and they are generally satisfied with their work.

In the depth analysis of hygiene factors, the factors about the Co-worker have
a positive impact on levels of job satisfaction. This was interpreted as high,
meaning the instructor at Shiyuan College of Nanning Normal University were
satisfied with the way colleagues got along with each other. Similar to the
previous studies, Borgatti (2001) asserted that building supportive
relationships among colleagues and having the opportunity to help others at
work can lead to a sense of belonging that leads to higher levels of satisfaction.
However, the factors about supervisor got the lowest score. It indicated that
the instructors are eager for leaders to improve their management. According
to Ismail et al.’s study in 2010, they found that supervisors play a vital role in
the effectiveness of the training. In the training process, if there is no
supervision, it is easy to lose efficacy, so supervisors are considered one of the
most powerful tools to strengthen training. Goleman (2000) also mentioned
that good supervision should set achievable goals and spread positive attitudes
throughout the organization. If the supervisor gives full support to the
employee, it will improve job satisfaction.

In the depth analysis of motivational factors, the score for factors about
recognition was the highest. This indicated that the school administrator
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recognizes the instructors’ work, does not interfere too much, and has the
opportunity to use their ability to do things, thus stimulating the instructors’
sense of achievement. Similar to many previous studies, Andrew (2004)
pointed out that the commitment of all employees is based on recognition or
rewards. Deeprose (1994) mentioned that employees’ motivation and
productivity could be enhanced by providing effective recognition. The item
that scored the lowest on the questionnaire was “Being able to do things that
go against my conscience.” It was exhibited that employees are free to do what
they want. Employees feel comfortable when they get some freedom in their
workplace. Similarly, Bouguila (2019) also agrees that individual satisfaction
refers to giving employees a certain amount of space in the workplace, making
them feel responsible and more motivated to achieve organizational goals. In
the returned questionnaire on job satisfaction, some question items got a high
score, such as “The chance to do something that makes use of my abilities”
and “Being able to keep busy all the time,” which led to a higher level of
overall job satisfaction.

This study showed a significant relationship between instructors’ perception
of organizational culture and job satisfaction in Shiyuan College of Nanning
Normal University because the significance value was 0.000, smaller than .05.
Many researchers have studied the link between organizational culture and job
satisfaction. Lukose (2015), in a study on leadership styles, job-related
factors, and organizational cultures towards job satisfaction of instructors in
the Diocese of Diphu, India, found that organizational culture in terms of
adaptive culture and mission culture have shown that both adaptive culture
and mission culture have a positive significant relationship on instructors’ job
satisfaction in the diocese of Diphu. Moreover, mission culture has a better
influence on instructors’ job satisfaction in the diocese of Diphuin comparison
with adaptive culture(Lukose et al., 2015).

Habib et al. studied the Impact of Organizational Culture on Job Satisfaction,
Employees Commitment, and Turn over Intention found out that
organizational culture is an essential element that highly influences employee
commitment, job satisfaction, and employee retention as the organizational
culture impacts these three variables positively or negatively and is considered
the base for any organization’s performance. If the organizational culture is
positive, it will enhance employees’ commitment and job satisfaction and
decrease employee retention; automatically, performance will increase (Habib
etal., 2014).

Hosseinkhanzadeh et al. undertook a study on [Investigate Relationship
Between Job Satisfaction and Organizational Culture Among Instructors.
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They pointed out that increasing the levels of organizational culture will result
in increased job satisfaction. Leaders within an educational system must take
an active approach to comprehending job satisfaction and organizational
culture (Hosseinkhanzadeh, Hosseinkhanzadeh, Yeganeh, & Sciences, 2013).

Recommendations

Based on the data analysis from this study, the researchers made
recommendations at the instructor’s level, the university’s level, and for future
researchers to help the university develop a strong organizational culture to
improve the instructor’s job satisfaction.

Instructors:

According to the study result, the research found that although the instructors
were not satisfied with the school’s conditions or with the leaders’
management style, they did not seem to offer their opinions to the school or
try to communicate with the university leaders. This situation can lead to
increased tension between superiors and subordinates, so the researchers
suggest that instructors should actively share with university leaders,
participate in various meetings organized by the university, and express their
true feelings, to build good relationships with the leader.

Administrators:

University leaders should listen to instructors more and know what they think.
Only when the leaders know instructors’ real thoughts and needs can the
university develop better management systems to enhance job satisfaction. In
addition, leaders should encourage instructors to share their opinions or
provide more opportunities to offer their views, such as holding regular staff
meetings or setting up staff suggestion boxes.

In the data analysis in this study, the instructors mention that the university is
reluctant to involve instructors in decision-making. Research or policies
affecting instructors do not seem to be taken seriously. University leaders
should share control, encourage instructors to participate in decision-making,
foster instructors’ sense of ownership, and strengthen instructors’
organizational commitment. The instructors point out that the university does
not attach importance to the professional development of instructors.
University leaders should provide instructors with more opportunities for
professional development, such as holding regular seminars or skills training.

Future Researchers:

This study only used 147 full-time Shiyuan College of Nanning Normal
University as a target group, limiting the small sample size. So, the researchers
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suggest that future researchers try to expand the sample to other schools or
universities. At the same time, different schools or universities will have
different data and results. In addition, future researchers can also combine
qualitative and quantitative research designs for a relationship between
organizational culture and job satisfaction. The mixed approaches give a
greater depth to the findings and improve understanding of organizational
culture and instructors’ job satisfaction.
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