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Abstract 

Job satisfaction has long been one of the main areas of concern for human resource 

managers of many companies specially the ones which their product is highly dependent 

on their human resources rather than machines and equipment. 

There are many influential factors on job satisfaction, one of the factors that has a great 

effect on job satisfaction is the organizational culture of the company. The purpose of this 

thesis is to take a deeper look into the effects of organizational culture and its different 

dimensions on job satisfaction of employees. To achieve this, two research questions are 

proposed: 

RQ1: What is the effect of different traits of organizational culture on overall job 

satisfaction of employees? 

RQ2: How different dimensions of organizational culture can improve the employees’ job 
satisfaction? 

To answer these questions in a consultant engineering company, single embedded case 

study has been chosen as the research strategy. The approach that is selected is an 

exploratory qualitative approach. The data analysis approach is selected to be inductive. 

The data which was gathered through few  one on one interviews with managers who 

could not be  gathered in focus groups and some focus groups, shows that different traits 

and indices of organizational culture have a wide range of effects on job satisfaction and 

can play an important role in increasing the level of employees’ job satisfaction. 

It is also observed that some traits have more significant effects comparing to others, 

which are highlighted in research results. 
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1. Introduction 

This chapter first provides an understanding of the main terms used in the thesis Subject 

which are ‘Organizational culture’ and ‘job satisfaction’, then the interrelation between 

these two. Afterwards, the problem discussion is introduced followed by the thesis 

purpose and research questions.  At the end, delimitation  is explained.  

1.1. Background 

In the modern Business world, human resources are the most important aspects of a 

successful business, and for this reason lots of researches have been performed on this 

subject since 1980’s with a wide range of topics. Some of these researches are 

complementing each other and some provide opposite points of views. 

“Organizational culture” and “job satisfaction” are two of the widely studied topics in 

the field of human resource management and organizational behavior during the last two 

centuries. Because of the direct relation of each of these topics to human’s nature and 

psych, different theories and models are proposed to model and quantify both of these. 

Literature shows that these characteristics have a considerable effect on business success 

(Barney, 1986), (Zahra, Hayton, & Salvato, 2004), (Judge, Thoresen, Bono, & Patton, 

2001), (Harter, Schmidt, & Hayes, 2002). To make sure about having a successful 

business, understanding and measurement of the effects of organizational culture on job 

satisfaction shall be one of the main goals of human resource managers, because 

improvement of job satisfaction is one of their main goals which cannot be achieved 

without understanding the other factors that may influence it (Huey Yiing & Ahmad, 

2009). For this reason, this research the focus is on the effect of Organizational Culture 

on Job Satisfaction. 
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1.1.1 Definition of ”organizational culture” 
The word ‘culture’ has a very wide range of meanings. According to oxford dictionary 

of English language : “In late Middle English the sense was 'cultivation of the soil' and 

from this (early 16th century) arose 'cultivation (of the mind, faculties, or manners)'”,  

the  common  meaning of this term is “ The arts and other manifestations of human 

intellectual achievement regarded collectively” according to the same dictionary. This 

definition is mostly rooted in psychology. 

When this term comes to organizational analysis, “culture describes the influence and 

interaction among employees and between employees and the specific institution, 

organization or service they work in” (Belias & Koustelios, 2014).  

Another widely accepted definition of Organizational Culture is provided by Wallach 

(1983) who proposed: “Organizational culture is the shared understanding of the beliefs, 

values, norms and philosophies of how things work”. 

 

 

1.1.2 Definition of “job satisfaction” 
While every manager has an idea about the meaning of job satisfaction, there is no 

universal definition of this term. The complexity of this issue is caused by relation of 

satisfaction with human psych and behavior. According to oxford dictionary of English 

language satisfaction is: “Fulfillment of one’s wishes, expectations, or needs, or the 

pleasure derived from this”. From this general meaning the definition of job satisfaction 

cannot be easily derived, as the wishes and expectations of human resources cannot be 

easily defined and may change during time.  

The researches on job satisfaction go back to 1930 and since then many researches have 

been performed on this job attitude. The reason of this complexity lies in the fact that the 

job satisfaction is both related to the job itself and also the complex emotional reaction 

of employees. This is the reason that many of the literature on job satisfaction can be 

found on psychological literature. The mostly cited definition of job satisfaction is 

provided by Locke in 1976, who defined job satisfaction as: “a pleasurable or positive 
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emotional state resulting from the appraisal of one’s job or job experiences” (Locke, 

1976). 

 

 

1.2. Problem Discussion 

In today’s competitive business environment the main challenge is about having reliable 

and high performance human resources (Huselid, 1995). This is more important in 

businesses which are based on providing services by their human resources, such as 

consultants, technologists, and knowledge based companies, because success of the 

business is directly linked to the employees’ performance (Collins & Smith, 2006), 

(Bigliardi, Dormio, Galati, & Schiuma, 2012).  

On the other hand, organizational culture can greatly affect the job satisfaction which in 

turn will affect the organizational performance. For a long time the fallacy “happy 

employee is a more productive employee” was considered to be valid (Syptak, 

Marsland, & Ulmer, 1999) but it is proved not to be always valid .In some cases can be 

in other direction and the productivity increases the satisfaction (Bassett, 1994), 

(Bowling, 2007). For this reason it is very important to correlate the organizational 

culture to the job satisfaction. For defining and measuring job satisfaction, many models 

are introduced ranging from very simple overall satisfaction to more complicated ones 

with comprehensive questionnaires which shall be answered by employees. There are 

many researches that tried to define the relation between job satisfaction with job 

performance (Fields, 2002), absenteeism (Judge, Thoresen, Bono, & Patton, 2001) 

(Goldberg & Waldman, 2000), motivation (Wanous & Lawler, 1972), productivity, 

accidents, mental/physical health and general life satisfaction (Tietjen & Myers, 1998). 

All of these researches demonstrate the job satisfaction has a considerable effect on 

many aspects of human resource related business success factors. 

For correlating the organizational culture to job satisfaction, it is also necessary to have a 

proper model to define the organizational culture. There are many organizational culture 
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models which define the type of organization, also some researches focused on the effect 

of organizational culture “type” on job satisfaction (Landy, 1978), (Hatch, 1993). . 

Denison model shown in Figure 1, considers the organizational culture traits 

(adaptability, mission, involvement and consistency) (Denison, Lief, & John L., 2004), 

each of which has three indices (also called dimensions) for each trait. So, by finding the 

relation between each of these indices on job satisfaction, the improvement plan for 

organizational culture can be devised to improve the level of job satisfaction.   

	
Figure	1	Denison	model	of	organizational	culture	(Source:	Denisonet	al,	2004)	

 

There are not many references available to correlate the organizational culture and job 

satisfaction for consulting engineering companies while as mentioned before it is very 
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important to have a complete understanding of it in such companies as an important 

success factor in such companies. 

1.3. The purpose of this thesis 

The purpose of this thesis is to explore the effect of organizational culture in consultant 

engineering companies, on job satisfaction of employees. The aim of this thesis is to 

provide guideline to Human Resource Managers of consulting engineering companies 

on how to correlate the organizational culture traits to job satisfaction and how to 

improve the level of employees’ satisfaction through different indices of each trait. It 

can also be a starting point for further researches on relation of organizational culture 

traits in different industries on the job satisfaction. In this regard, the following research 

questions are proposed: 

 

RQ1:  

What is the effect of different traits of organizational culture on overall job satisfaction 
of employees? 

RQ2:  

How different dimensions of organizational culture can improve the employees’ job 
satisfaction? 
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2. Literature review 

This chapter provides a review on the literature on two important topics of 

organizational behavior which are the organizational culture and job satisfaction. It also 

reviews the previous researches which are performed on the effects of former topic on 

the latter. 

2.1. Organizational culture 

According to Hatch (1993) the early studies of organizational culture goes back to 1940s 

where anthropologists and folklore researchers produced a large number of articles about 

culture and examined the customs and traditions of work. Most of the literatures on 

organizational behavior concept trace back to the Schein works in 1980s and 1990s. 

Schein (1983) cleared the importance of insight to the cultural matters in implementing 

the strategies of an organization. He also pointed out that in some circumstances it is 

necessary to make some changes to corporate culture in order to implement some 

unavoidable strategies. He also highlighted that culture is the least changeable aspect of 

any organization. In 2010, he distinguished three different layers for culture. As it can be 

seen in Figure 2, the outer layer of culture which is the most visible one is named the 

‘artifacts’. Artifactscan be seen, heard and felt by anyone who contacts the organization 

and it ranges from physical characteristics like architecture of physical environment to 

the social characteristics such as observable rituals and ceremonies. While this level is 

very easy to observe, it is very difficult to interpret and explain (Schein, 2010).  
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Figure	2	Levels	of	culture	(Source:	Schein,	2010)	

The second layer is espoused beliefs and values, which are the beliefs and values that are 

coming from the founders or the influential managers of the organization and can give a 

sense of what ought to be to the group. These beliefs are not present in a new 

organization and will form through the time as the belief of the group are proved to be 

working. These beliefs and values can predict the behaviors at artifact level (Schein, 

2010). 

The last layer is “basic underlying assumptions”, which are the repeated solutions to the 

problems that became taken as granted and the group believes it is the way that things 

work in the organization. This is different from “dominant value orientation” which is 

the most preferred solution among many choices. 

 Schein (2010), also claimed that “whether or not a culture is “good” or “bad,” 

“functionally effective” or not, it depends not only on the culture, but on the relationship 

of the culture to the environment in which it exists”.  

Hofsted (1980), extended the meaning of culture from the nation to other collective 

groups such as families, professions and organizations. He pointed out that as soon as an 

organization develops a history, this history constrains its behavior.  

Smircich (1983) highlighted an important question: “What exactly does a ‘cultural 

perspective’ on organization means?” she tried to answer this question by defining the 
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intersection of organizational theory as well as anthropology. She recognized five 

themes in organization and management such as: 

• Cross cultural or comparative management: Is intersection of anthropological 

concept that points “culture is an instrument serving human biological needs” 

and organizational theory concept: “organizations are social units for task 

accomplishment”. 

• Corporate culture: Is intersection of anthropological concept: “culture functions 

as adaptive regulatory mechanism” and organizational theory that states 

“organizations are adaptive organisms existing by process of exchange with the 

environment”. 

• Organizational cognition: Is combination of anthropological concept that culture 

is “a system of shared cognition between a group” and organizational theory fact 

that “organizations are systems of knowledge and organization rests on a 

network of subjective meanings” 

• Organizational symbolism: Is intersection of anthropological concept that 

“culture is a system of shared symbols and meanings” and organizational theory 

concept that “organizations are patterns of symbolic discourse”. 

• Unconscious processes and organization: Is intersection of anthropological 

concept that “culture is a projection of mind’s universal unconscious 

infrastructure” and organizational theory concept that “organizational forms and 

practices are magnifications of unconscious processes. 

The first two themes consider the culture as an organizational variable while in the other 

3 themes culture is the root metaphor that conceptualizes the organization, so is not a 

variable.	

Hofsted et al. (1990) performed a comprehensive study on measurement of 

organizational culture among 20 cases. They used the below onion shape diagram to 

explain the manifestation of organizational culture and throughout their research could 

distinguish between 6 different dimensions of organizational culture.    
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Figure	3-	Hofsted's	manifestation	of	organizational	culture	(Source:	Hofstede,	Neuijen,	Ohayv,	&	Sanders.,	1990)	

This figure considers the values in the core which are unconscious broad tendencies to 

prefer certain values among the other. They define the good vs. evil, beautiful vs. ugly, 

rational vs. irrational, and so on. The outer layers are rituals, heroes and symbols which 

can be subsumed under the ‘practices’. Symbols are subjects or objects that carry a 

particular meaning recognized only by member of that culture. Heroes are persons who 

are considered as the models of the organization. Finally the closest practice to the core 

is rituals which are the collective activities which are technically unnecessary, but are 

considered socially essential by organization.  

 Hofstede (2011) also provided the dimentionalisation of the societies’ culture together 

with dimentionalisation of organizational culture based on his own previous works. He 

also pointed out that although organizational culture and national culture are different, 

they are interrelated.   

Denison and Mirsha (1989) performed a research on relation of “organizational culture” 

and “organizational effectiveness”. In that research they proposed four hypotheses on 

positive effects of the four traits of organizational culture namely “involvement”, 

“consistency”, “adaptability” and “mission” on organizational effectiveness. They 

proved all four hypotheses are valid and all of cultural traits will have a positive effect 
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on organization’s effectiveness. They also reached to the conclusion that the mission is 

stronger indicator of effectiveness. 

In another research Denison and Mishra (1995) used case studies and survey data for 

development of a theory of organizational culture and effectiveness through some case 

studies, they used information both from inside and outside of organization through both 

qualitative and quantitative method. They confirmed the four hypotheses of previous 

research and also proposed the below framework for organizational culture studies: 

	

Figure	4-	“Theoretical	model	of	cultural	traits”	(source:	Denison	&	Mishra,	1995)	

This figure is a simplified version of Figure 1 which shows the traits and their common 

characteristics in a framework. This framework shows that the mission and consistency 

traits are more focused on stability while the adaptability and involvement are more 

focused on flexibility; on the other hand adaptability and mission are externally oriented 

traits while involvement and consistency are focused on internal integration.  

A very essential question can be raised at this point and that is the level of dependence 

of organizational culture model to the national culture that the model is developed. 

Denison et al. (2004) demonstrated that the similar correlations exist between the above 

mentioned cultural traits and the organizational effectiveness in three different regions 

namely North America, Asia and EMEA (Europe, Middle East and Africa) despite the 

cross cultural differences. In that research they also associated three different indices to 

each of four traits, resulting in 12 indices shown in Figure 1 of chapter one. 
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Denison et al. (2006) validated the four traits and 12 indices model by presenting a 

validation test on the effect of these traits on organizational effectiveness. For this 

validation they used the data gathered from a diverse sample of more than 35,000 

individuals from 160 organizations. In another research Denison et al. (2014) compared 

nine different culture effectiveness profiling instruments. They could demonstrate that 

there are still gaps and problems in these tools, meanwhile they could show that DOCS 

(Denison Organizational Cultural Survey) “is the most well researched effectiveness 

instrument to date”. 

It is well understood that there is not a “good” or “bad” culture, instead “Strong” or 

“weak” culture exists, in case most of employees have the same idea about the values, 

norms and mission of organization then the culture of that organization is “strong” and 

wide range of opinions between employees represents a “Weak” culture (Robbins & 

Judge, 2013, p. 514) . As there are other definitions for strength of culture. Kotrba et al. 

(2012) correlated the strength with consistency of organization and examined the effect 

of consistency on other traits of organizational culture. Their study showed that the 

effect of consistency on organizational effectiveness will decrease as the level of each 

other cultural traits (adaptation, mission and involvement) decreases. 

It is also important to define a separate term that is similar and can be easily confused 

with organizational culture that is “organizational climate”. Organizational climate 

“refers to the shared perception organizational members have about their organization 

and work environment”. Comparing this definition with the definition given for 

organizational culture the difference seems to be quite clear, but the truth is that these 

two phenomena have been confused in many of available literatures (Denison D. R., 

1996). In this research such confusion will be avoided, as there is a huge number of 

literatures focusing on relation of organizational culture with job satisfaction (Denison 

D. R., 1996). 

As mentioned in chapter one, there are several models that define the type of 

organization. One of the most referred ones is the model proposed by Cameron and 

Freeman (1985) which recognizes four different types of organizational culture named 

clan, adhocracy, market and hierarchy.  
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Similar to Denison model this framework shows two contrasts; First the contrast 

between mechanistic process (hierarchy and market types of culture) which represent 

control order and stability against organic processes (clan and adhocracy types of 

culture) which represent flexibility individualism and spontaneity. Second contrast is 

between internal maintenance (clan and hierarchy) which is more focused on soothing 

activities and integration and external positioning (Adhocracy and market) which is 

focused on competition and differentiation. 

 

	

Figure	5-	culture	types	model	by	Cameron	and	Freeman	(Source:	Cameron	&	Freeman,	Cultural	congruence,	
strength,	and	type:	Relationships	to	effectiveness,	1985)	

2.2. Job satisfaction 

To discuss about job satisfaction, first encounter another concept called “attitude” comes 

into attention. “Attitudes are evaluation statements either favorable or unfavorable about 

objects, people, or events. They reflect how we feel about something.” (Robbins & 

Judge, 2013, p. 75). The main components of attitudes are: 

• Cognitive=evaluation 

• Affective=feeling 

• Behavioral=action 
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There are three major job attitudes: job satisfaction, job involvement, and organizational 

commitment (Robbins & Judge, 2013). The question that emerges here is: what forms an 

employee’s attitude towards his/her job? Saari and Judge (2004) suggested that three 

phenomena can mainly influence an employee’s attitude: 

• Dispositional influences: Literature shows that even despite changes in job and 

company, a person’s job satisfaction scores reach stability over time and this is 

caused by the person’s disposition and temperament. 

• Cultural influences: Cross-cultural differences has influences on employee 

attitudes in four major dimensions including individualism-collectivism, 

uncertainty avoidance versus risk taking, power distance, and achievement 

orientation. 

• Work situation influences: One of the mainly noticed characteristics that can 

influence the attitude of an employee is the nature of work itself. 

“When people speak of employee attitudes, they usually mean job satisfaction”. As 

discussed before, there exists a variety of definitions for the term “Job satisfaction”. 

Robbins and Judge (2013) define this term as “a positive feeling about a job resulting 

from an evaluation of its characteristics”. 

2.2.1. Measuring job satisfaction 

Robbins and Judge mentioned that to measure employees’ satisfaction, two approaches 

can be made; One is to use a single global rating with just a question (e.g. using a Likert 

scale of 1 to 5), the other approach is using the summation of job facets such as: Pay, 

promotion, co-workers, supervision, and work itself (This approach is also called Job 

Descriptive Index or JDI (Saari & Judge, 2004)). Each of these approaches are as valid 

as the other one and none surpasses the other. Using single global rating gives the 

essence of one’s level of satisfaction with his/her job and is time saving while 

summation of job facets achieve a more accurate evaluation (Robbins & Judge, 2013). 

Following these, other approaches are available such as Minnesota Satisfaction 

Questionnaire (MSQ). Saari and Judge (2004) suggested JDI and MSQ as the two most 
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extensively validated measurement approaches. MSQ has the benefit of versatility by 

having both short and forms as well as faceted and overall measures. 

2.3. Organizational culture and job satisfaction 

As explained in chapter one, Job satisfaction is one of the most studied subjects in 

human resource management and organizational behavior fields because of its great 

effect on the performance. Lund (2003) has used Cameron and Freeman’s model of 

organizational culture together with Wright and Cropanzano’s five item scale and 

concluded that the culture type with organic processes (clan and adhocracy) show better 

level of job satisfaction comparing to the culture type with mechanistic processes 

(hierarchy and market). He also points out that this higher level of job satisfaction does 

not necessarily correlate with better organizational performance and confirms that the 

finding of Deshpande, Farley and Webster Jr, (1993) on ranking the culture types in 

terms of business performance (market, adhocracy, clan and hierarchy) is correct. So he 

suggests that managers shall focus on some elements of clan and adhocracy culture to 

increase the level of job satisfaction in employees. 

Bigliardi et al. (2012) investigated the effect of organizational culture on job satisfaction 

of knowledge workers. They performed five case studies in R&D centers of five 

pharmaceutical companies in Italy. In their research they used the organizational culture 

index proposed by Wallach (1983) which defines three types of culture as bureaucratic, 

innovative and supportive. For job satisfaction they used short version of Minnesota 

questionnaire. Their research has shown that all five companies under investigation has 

shown a level of all three cultures in them. However, one company with higher level of 

supportive culture shown a higher level of job satisfaction. They clarified that as the 

number of samples were limited the result could not be extended to the general trend of 

that industry, but they claimed that as they made an in depth qualitative study in each 

company, the results can help managers to identify the aspects of organizational culture 

which may positively affect the job satisfaction. 

Gull and Azam (2012) performed a research on the impact of culture type on job 

satisfaction level of employees in different organizations of Lahore, Pakistan. They 
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utilized the Cameron and Freeman model of organization type to measure the culture 

type. They also used Minnesota questionnaire to measure the level of job satisfaction 

and developed linear formulas correlating the level of each culture type to level of job 

satisfaction. Four formulas developed for four culture types and concluded that the clan 

and adhocracy organization type are the best and second best cultures regarding the level 

of job satisfaction. Inversely the hierarchy and Market type have the highest and second 

highest level of inverse effect on the level of job satisfaction. 

Belias and Koustelios (2014) reviewed the literature on organizational culture, job 

satisfaction and their interrelation. Their review was different from what presented 

above as they were more focused on the organizational culture type. Although they have 

explained the concepts of Denison model (2004), they didn’t mention any research 

which correlated the job satisfaction  

Their findings can be summarized as below: 

1- Job satisfaction will prevent the job burnout syndrome and also have a “serious 

impact” on behavior, performance and everyday life.  

2- Employees’ perception of organizational culture, specially leadership and social 

support influence and even predicts the level of job satisfaction. 

3- There is a significant difference between the organizational culture and the 

preferred culture by employees. The larger the gap the lower the level of job 

satisfaction will be. 

4- National culture has a significant moderating effect on job satisfaction and job 

commitment. 

 

There are very few researches which are focused on the effect of cultural traits instead of 

culture types on the job satisfaction like the work of Banto and Chandan (2011) who 

used the Denison model and examined the effect of different organizational culture traits 

on different aspects of organizational effectiveness including the employee satisfaction. 
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3. Frame of reference 

As discussed in chapter one, this research is focusing on finding out the effect of 

different traits of organizational culture on overall job satisfaction of employees, and 

how different dimensions of organizational culture can improve the employees’ job 

satisfaction. Hence, on one hand it is important to refer to a model of organizational 

culture including the below characteristics: 

• Being completely valid 
• Applicable in different nations and companies regardless of differences 
• Covering different traits and dimensions 

Considering the above mentioned points, the model that is chosen for the organizational 

culture in this study is Denison organizational culture model. The reason is that the 

model has been used in many researches for modeling the organizational culture, so it is 

very well developed and its validity is proven. It is widely used to evaluate different 

organizations and their culture and it is also proved to be working in different national 

cultures, as explained in literature review (Denison, Haaland, & Goelzer, 2004). 

On the other hand, while considering the effect of different organizational culture traits 

on overall job satisfaction and the causal relation of different organizational culture 

dimensions on the improvement of job satisfaction, it would give a more accurate 

information when different facets of job satisfaction enter the research area. 

“Job Descriptive Index” which covers five different job facets including: pay, 

promotion, coworkers, supervision, and work itself and gives an overall job satisfaction 

score is chosen to measure the level of job satisfaction due to its reliability and 

impressive array of validation evidence while at the same time it can give an insight of 

overall job satisfaction (Saari & Judge, 2004), (Robbins & Judge, 2013) which is 

intended for this research. This approach is one of the commonly used ones because of 

its characteristics and nature. 

It is clear that Denison’s model of organizational culture and the Job Descriptive Index 

cannot relate in a simple way by all their traits and facets. The struggle here can consist 

of two major issues:  



	

Page	|	17		
	

1-Which trait relate and which trait does not relate to overall satisfaction?  

2-If a trait and dimension of organizational culture do relate to a job facet, how it is 
related (negative or positive)? 

Considering above explanation it is obvious that a clear relation between the traits and 

dimensions of organizational culture and the facets of job satisfaction cannot be assumed 

as shown in Figure 7. To encounter this issue, the chosen approach and methodology 

will be discussed later in chapter 4. 

 

 

Figure		6	–	The	relationship	between	different	Traits	and	indices	of	organizational	culture	and	the	overall	job	satisfaction	
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4. Methodology 

In this chapter the methodologies used in this thesis are described. These are the research 

strategy, research approach (qualitative/quantitative), research design, data collection 

method and sample selection. 

 

4.1. Research design 

There are three types of research designs (Hair Jr. et al , 2003): 

• Exploratory research: When there is little information about the problem in 
hand and it is meant to discover new relationships or patterns and etc. thus, there 
is no intention to form a hypothesis. 

• Descriptive (or explanatory) research: It is used to describe the characteristics 
of the research subject and mostly uses descriptive statistics to show these 
characteristics. 

• Causal research: In order to test whether an even causes another. It yet uses 
statistical and mathematical tools, but more precisely to form a logical 
relationship between two exact events. 

As there is no evident and clear relationship between the traits of organizational culture 

and job satisfaction characteristics, and there is no hypotheses to test in this research, the 

best research design is exploratory. 

4.2. Research Approaches 

There are two well-known approaches to conduct a research: Qualitative and 

Quantitative. Based on the development of the theory and hypotheses, an approach is to 

be chosen. When the theory is well developed and a hypothesis can be formed well, 

mostly a quantitative approach would be picked. At the time, theory is not well 

developed or nonexistent, when it is possible to form and develop a hypotheses, both 

qualitative and quantitative approaches can be used. Finally, if the research area is new 

and it is not possible to establish a theory on the subject and base hypotheses, the right 

approach to conduct the research is qualitative (Hair Jr. et al , 2003). Quantitative 

approach refers to direct measurement of numbers and having a statistical analysis to use 

such data. Moreover, qualitative approach is when description of things without 
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assigning numbers is intended, where qualitative data is collected by unstructured 

interviews Table 1 shows the comparison of quantitative and qualitative approaches 

(Hair Jr., Celsi, Money, Samouel, & Page, 2003). 

 

Table 1:	Comparison of Qualitative and Quantitative Approaches	

Description Quantitative approach Qualitative approach 
Purpose Collect quantitative data Collect qualitative data 

More useful for testing More useful for discovering 
Provides summary information 
on many characteristics 

Provides in-depth (deeper 
understanding) information on a few 
characteristics 

Useful in tracking trends Discovers hidden motivations and 
values 

Properties More structured data collection 
techniques and objective ratings 

More unstructured data collection 
techniques requiring subjective 
interpretation 

Higher concern for 
representativeness 

Less concern for representativeness 

Emphasis on achieving 
reliability and validity of 
measures used 

Emphasis on the trustworthiness of 
respondents 

Relatively short interviews (one 
to twenty minutes) 

Relatively long interviews (thirty 
minutes to many hours) 

Interviewer questions directly 
but does not probe deeply 

Interviewer actively probes and must 
be highly skilled 

Large samples (over fifty) Small samples (one to fifty) 
Results relatively objective Results relatively subjective 

 

Since this research intends to explore a situation in which a relationship between two 

phenomena is under consideration without defining any numeric correlation, the 

qualitative approach is used. 

According to Saunders et al in choosing between qualitative and quantitative approach 

several choices can be made: 

- Mono Methods 

Multi Methods 

- Mixed Methods 
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When a Mono method is used any of different types of qualitative or quantitative 

methods can be utilized while mixed method can be used to combine both of 

quantitative and qualitative methods together. Multi method can be used to combine two 

or more of the methods which belong to either qualitative or quantitative categories. 

As it will be explained in sample selection chapter (4.5.2), a combination of focus group 

and semi structured interviews are chosen to cover the whole sample population. 

 

4.3.  Research strategy  

According to Saunders et al (2011) there are different research strategies such as: 

- Experiment 
- Survey  
- Case study 
- Action research 
- Grounded theory 
- … 

Neither of these strategies is inferior or superior to any other but they have their own 

advantages and disadvantages.  

Saunders et al (2003) stated that “The case study will be of particular interest to you if 

you wish to gain a rich understanding of the context of the research and the process 

being enacted”. They also highlight that case study can be used to find the answers to 

“Why”, “How” and “What” questions for this reason this strategy is often used for 

exploratory as well as descriptive research.  

This research is conducted to find a deeper understanding of the effect of organizational 

culture on job satisfaction and needs to find answers to the questions: “why and how 

different traits of organizational culture affects the overall Job Satisfaction” as well as 

“What are the most affective traits among the 12 traits of organizational culture”. This 

shows that the case study is one of the appropriate strategies for this research. 

Yin (2003) introduced four types of case studies along two different dimensions: 
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- Single Case vs. Multiple Case 
- Holistic Case vs. Embedded Case 

The multiple case studies have the advantage of giving the opportunity to examine if the 

finding of first case repeats in other cases, but it is more consuming. A single case study 

can be used in researches in which the phenomenon under consideration had been 

studied before. Also when the organization in which the research is performed, is the 

same as the researcher’s organization, a single case study can be used (Saunders, 

Saunders, Lewis, & Thornhill, 2011).  

Considering the above statements and the fact that the target organization (NCE) has 

several operating units with a wide range of expertise and experience and the 

opportunity of researchers to select and interview the necessary number of employees a 

single case is considered. This also gave the researchers an opportunity to have a more 

in depth understanding of the subject under consideration. 

 When a single case study is used several embedded cases can be considered instead of 

using a holistic approach which considers the organization as a whole. 

In this research, a single case with six embedded cases is considered, details of which 

will be given in next chapter. This will be further explained in Case selection section. 

 

4.4. Data collection 

The type and amount of data being collected for a research is due to its nature and 

objectives. When conducting a qualitative research, the researcher collects narrative data 

by the use of focus groups, personal interviews, or observation. This type of research 

uses smaller samples and cases (Hair Jr., Celsi, Money, Samouel, & Page, 2003). 

Two major qualitative data collection methods and their subsets are (Hair Jr., Celsi, 
Money, Samouel, & Page, 2003): 

• Observation: By systematically recording observations of people, events, or 
objects. 
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o Ethnographic research: In this method, researcher prefers to spend a long 
period of time to observe actual life experiences of respondent to write 
narratives that describe the respondent behavior. 

o Content analysis: This method is based on analyzing the content or 
message of written text. 

• Interviews: It is helpful when facing complex or sensitive issues and the 

researcher speaks to the respondent directly. 

o Structured interviews: All the questions and sequences are predetermined 
and all the respondents get identical opportunities to answer to avoid 
biases. 

o Semi-structured interviews: They have an overall structure and direction, 
but have unanticipated questions that can have insightful information 
when necessary. Focus Group is one of the best-known approaches of this 
category in exploratory research. 

o Unstructured interviews: Without an interview sequence, the researcher 
has the opportunity of gaining in depth information by a free and open 
discussion with the respondent. 

Since this research is a qualitative one with exploratory approach, containing two 

phenomena (organizational culture and job satisfaction) each having their own traits and 

facets, a combination of below methods will be used: 

• Semi structured interviews (four managers) 
• Focus groups (three groups) 

Semi-structured interviews along focus groups with determined open-end questions are 

both used to interview lower level employees as well as few of individual managers.  

4.5. Sample   / Case selection 
4.5.1. Case selection 

To conduct this research, the target population is the employees of Namvaran Consulting 

Engineers, managers Company (abbreviated as NCE). NCE, which has been founded in 

1978, has a long time history in the field of oil, gas and petrochemical consulting. This 

fully private company is certified for engineering activities in 9 different fields by 

Iranian president deputy of strategic planning and control. It has around 350 employees 

and HR systems of company are fully developed.  
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The above statements show that the culture of company is completely established and 

can be a good sample for a qualitative analysis of the subject of this thesis. Since this 

thesis is looking to the topic both from management and employees points of view 

different embedded cases in management level as well as employee levels are defined to 

gain a more in depth understanding of the subject in target organization, two methods of 

sampling are used:  

4.5.2. Sample  selection 

As explained before the single case study with embedded cases was selected as the 
research strategy, so the samples are selected according to below explanation to perform 
this research: 

- Interview with managers who have the most contact with employees. For this 
purpose four interviews with the Human Resource Manager, Deputy Managing 
Director, Project Support Office Manager and Quality Health and Safety 
Manager are interviewed. 

- Interview with employees in focus groups; One employee from each department 
of the company is asked to take part in a focus group to answer open-end 
questions available in the Appendix 1 of this thesis. 

Interview guide was prepared with giving a complete definition of each dimension and 

each trait of Denison model to the interviewers and asking them how the dimension 

under consideration will affect their job satisfaction considering the different facets of 

Job Descriptive Index method.   

4.6. Data analysis 

According to Saunders et al (2003) when qualitative approach is chosen there are two 

possibilities for data analysis which are: 

• Deductive approach:  when a theory is available and is used to formulate 
research questions then by using a deductive approach the results of research will 
be compared with that theoretical framework 

• Inductive approach: As an alternative approach an inductive approach can be 
used to collect data following by exploration to find the relation between them or 
issues that needs to be followed up. 
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According to the Saunders et al (2003), when there is no theory available to support the 

research purpose and relation between parameters are being found, an inductive 

approach is chosen and that is the case for this research.  

4.7. Credibility of findings 

Credibility of research finding deals with minimizing the possibility of getting a wrong 

answer from the research, which can be achieved only by a careful research design. To 

reach credible findings attention must be paid to two particular emphases, which are 

reliability and validity (Saunders, Saunders, Lewis, & Thornhill, 2011). 

4.7.1.  Reliability 

Reliability is more concerned about the data collection technique and the extent to which 

it converges to consistent results (Saunders, Saunders, Lewis, & Thornhill, 2011). To 

make sure about reliability the researcher shall demonstrate that the research has below 

characteristics: 

- Same result will be achieved in other occasions. 
- Similar observations will be made by other observers. 
- There should be a transparency in how sense is made from Data. 

Robson (2002; cited by Saunders, 2003) distinguishes four threats to reliability: 

1. Subject or participant error: This error happens when the time of data 
collection affects the correct answer by participants. As the topic is 
concerned about the job satisfaction and the time of interview has a great 
effect on employees answers, this research is performed in neutral times 
of working hour ( around lunch time over some snack) to minimize the 
risk of having an error due to participants time limitations and work load. 

2.  Subject or participant bias: This error relates to the interviewees concern 
about saying what their bosses want them to say. In this research 3 
interviews are performed by top management of company who has 
secured position, this will not happen in these interviews. For the focus 
group interviews, HR manager is asked to participate and explains to 
employees that they can feel free to give their own opinion and the 
company will appreciate their honesty in their replies. 

3.  Observer error: To avoid this interviews are performed by both 
researchers at the same time. Care has been given to control the tone and 
non-verbal communication to avoid any effect on the answers. 
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4. Observer Bias: To make sure the replies are interpreted correctly same 
topic is covered by different questions. Also the result of different 
individuals and focus groups are compared with one another. 

To make sure that the interviewees have a good understanding of the topics a concise 

introductory note was prepared in Persian and handed to interviewees. Also the 

interviews are performed in the native language of interviewees, Persian. The interviews 

are both recorded to avoid misjudgments. Transcriptions are directly made in English 

language. 

4.7.2. Validity 

In a Valid research the findings are really about what they appear to be about the validity 

is more concerned when the research is quantitative and it is suggested to validate the 

results of quantitative research in focus groups (Saunders, et al, 2011). 

Robson (2002; cited by Saunders, 2003), has defined six different threats to validity of a 

research which some of them shall be taken care in this research: 

1. History: This is related to the occasions in which the variables may be temporary 
affected by an incident. So in this research the interviewees are asked to give 
their opinions without taking any recent changes in their job satisfaction into 
account. 

2. Testing: Interviewer insured and justified the interviewees that the result of the 
research will not have any negative effects on their work conditions. 

3. Instrumentation: As changing the interviewers may cause a threat to the outcome, 
all the interviews are conducted by one interviewer. 

4. Mortality: This is not a concern in this research because the research does not 
evaluate the effects of a phenomenon that happens during a period of time. 

5. Maturation: Same as Mortality this is not applicable for the same reason. 
6. Ambiguity about causal direction: This can be an issue in this research as there is 

a possibility that instead of finding the effect of Organizational culture to Job 
Satisfaction, the effect of Job satisfaction on Organizational culture be discussed 
in the focus groups. Interviewers paid enough attention to prevent this. 

4.7.3. Generalizability 

One of the challenges of case studies especially in single-case types is the 

generalizability which concerns about possibility of generalizing the result to other 

cases. Moreover, scientific facts cannot be based on a single experiment (Yin, 2003). 
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Therefore, it has to be emphasized that the results of this single embedded case study 

cannot be generalized to other organizations. However these results can be helpful in 

developing the theory in several follow up researches.  
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5. Empirical data 

The data presentation is in order of four traits of organizational culture and the three 

dimensions of each trait as shown below: 

• Involvement 
o Empowerment 
o Team orientation 
o Capability development 

• Consistency 
o Core values 
o Agreement 
o Coordination & integration 

• Adaptability 
o Creating change 
o Customer focus 
o Organizational learning 

• Mission 
o Strategic direction & intent 
o Goals & objectives 
o Vision 

Prior to the interviews a three paged document was sent to all the interviewees 

describing the organizational culture and overall job satisfaction models. In all 

interviews, each interviewee had to answer 12 main open-end questions presented in the 

attachment 1 of this thesis. To give a better understanding of each organizational culture 

traits the relevant items of Denison questionnaire has been read for participants. Each 

question covers one dimension of the organizational culture model and interviewees 

were asked if that dimension could have a positive or negative effect on their overall job 

satisfaction and if it did, how it would be possible to improve the positive effect or 

reduce the negative effect of that dimension on their overall job satisfaction. 

To present the data all positions are mentioned in an abbreviated form as shown below: 

DMD: Deputy Managing Director 

HRM: Human Resource Manager 

PSOM: Project Support Office Manager 
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QHSM: Quality Health and Safety Manager 

OEFG: Other employees in focus groups 
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5.1. Involvement 
5.1.1. Empowerment 

DMD 

Being in control of a job, being effective on tasks and noticing that their opinions count, 

can improve employees’ job satisfaction. Nevertheless, the extent of this improvement  

depends on their character, mentality and level of maturity. 

PSOM 

It has positive effect on job satisfaction and for a better performance which in turn 

causes job satisfaction, the organization must reach a good level of maturity and the 

employee must have an appropriate mentality towards empowerment. 

HRM 

Based on the organizational level of employees, their willingness to take part in decision 

makings differs regarding the type of decision to be made. For example, a young or 

junior employee does not expect to be part of a strategic decision making and wants to 

be part of technical decisions related to their own job and specialty, but mid-level 

members expect to be part of more important decision makings and for top managers it 

is a must to be part of strategic decision makings. 

To sum up, empowerment is important for everyone, but the type of decisions that they 

want to be a part of is different and it is still an important dimension that can directly 

affect the overall job satisfaction of employees and they must have a role in decisions 

based on their levels. 

QHSM 

Since the employees of NCE are experts and knowledge workers, this dimension must 

be considered significantly and ignoring such issue will cause dissatisfaction of the 

employees towards their jobs. 
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OEFG 

It is more effective for mid-level and higher level managers. When considering other 

employees; they mostly want to be a part of decisions related to their routine job. 

• It depends on the person and there are two types of employees; One type like to be 
involved in decision makings and the others only want it when it is related to their 
own benefits, otherwise, they feel neutral and it does not affect their job satisfaction. 

• It is important to share the information about projects to the employees based on 
their positions. 

• Involving the employees in decision makings and sharing information about projects 
to them based on their positions and jobs has a positive effect on their job 
satisfaction. 

5.1.2. Team orientation 

DMD 

It can work when all the team members understand the concept of synergy and its 

importance. However, most people prefer to work alone in the beginning. Concerning 

the Iranian culture, team orientation is hard to cope with, but this dimension can have a 

positive effect on job satisfaction. 

PSOM 

This dimension has a positive effect on job satisfaction and unless their consideration as 

a key employee is not being jeopardized, employees enjoy watching the results and 

achievements of their team. Moreover, hierarchy plays a role in team orientation which 

cannot be ignored. Another factor that helps improving the effects of team orientation on 

job satisfaction is making the team members feel more friendly and closely towards each 

other. 

HRM 

This company per se is based on team working and people need to be part of teams. 

Team oriented activities help employees improve their knowledge. Therefore, by 

improving each employee’s knowledge and their involvement in group activities, they 

may feel more satisfied with their jobs. However, some employees prefer to stay isolated 

and this does not affect their job satisfaction positively. 



	

Page	|	31		
	

QHSM 

In lower levels of the company it has more positive impact, but in sensitive and specialty 
needed issues the importance of this dimension in job satisfaction reduces.  

OEFG 

• Some employees are introvert and for such people it may not affect their job 
satisfaction where others are extrovert and prefer to take part in team work activities, 
so, for these people it improves their job satisfaction. 

• The nature of works in a consultant engineering company like Namvaran is team 
oriented, but the challenge is how to form a team. Two main points must be 
concerned to form such a team; using different skills together and characteristics of 
team members. Moreover, it is important to use people that do not only think of their 
own success or benefits and are keen to share their knowledge with other team 
members. 

Hence, based on the above mentioned points, team orientation can positively affect job 

satisfaction, but employees must be educated to accept winning as a team is more 

glorious and important than achievements as a single person. 

5.1.3. Capability development 

DMD 

It has a positive effect on job satisfaction for sure and everyone asks for responsibilities 

and using skills. 

PSOM 

The effect of this dimension is more significant in levels higher than the mid-level of the 

company. It is important that this development must be clearly planned and the desired 

target for each person has to be clarified. It has a positive effect on job satisfaction since 

it provides more promotion and higher payment opportunity. 

HRM 

It can have a positive or negative effect on an employee’s job satisfaction. If one feels 

that he/she is doing a job beyond their job description, they may face a negative effect 

on their job satisfaction and think that their supervisor tries to put some of his/her own 

tasks and putting them on others’ shoulders. However, if the employee has a preliminary 
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understanding that all delegations are designed for his/her own improvement and future 

promotions then he/she accepts it willingly and it has a positive effect on an employee’s 

job satisfaction. 

QHSM 

If it is well defined and planned in a justly manner by concerning the abilities and skills 

of the employees, it has a positive effect on job satisfaction. For instance, when there are 

two experts with the same abilities and expertise and they are in two different teams, 

they must be treated equally in capability development. 

OEFG 

• When an employee feels an improvement in his/her capabilities and knowledge for 
the job, it can positively affect the level of job satisfaction. 

• It is important to have a suitable capability development plan which concerns all the 
employees not only few favorite ones chosen by managers / supervisors. 

• When it is not possible to send everyone to a training program, it is important to 
share the documents and information that has been taught to those who were sent to 
that program with other employees. 

• Some employees are used to do only routine jobs and are not looking forward to be 
involved in new tasks. Therefore, capability development programs for such people 
do not improve their job satisfaction. 

• Employees’ characteristics, interests and goals for their jobs have to be identified in 
order to have a better capability development planning. Such planning would be 
conducted in a better way if being handled by an independent unit like Human 
Resources free from personal judgments and tastes. 

Regarding the mentioned points, capability development is an important dimension of 

organizational culture that can have a positive effect on job satisfaction. 

 

5.2. Consistency 

 

5.2.1. Core values 

DMD 
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It is one the strengths of the company. When human values are being concerned in the 

work place it certainly has positive effect on job satisfaction and convincing employees 

to stay. 

PSOM 

Since core values of the company is accepted by most of the employees, it plays a major 

role in job satisfaction and respecting core values results in job satisfaction. The 

emphasize of company on core values satisfaction may have a negative effect on some 

new employees that do not consider those values important , but as the most of 

employees who are staying in the company for a long time are in line with these values, 

the overall effect will be positive. 

HRM 

Transparency and honesty from the managers is important and if the core values of the 

company is well written and all the employees are informed about them, a strong core 

value will cause an improvement in their job satisfaction. 

QHSM 

This dimension has a positive effect on job satisfaction especially considering that 

Namvaran is a company based on expert employees who always analyze the situation 

and care about their work environment. 

OEFG 

• If the top managers of the company mandate themselves to act in a framework of 
values that the employees are obliged to work in, it shows a transparency from the 
top managers which in turn increases job satisfaction. 

• Core values must be clarified to all levels of the company for a better positive effect 
on job satisfaction. 

• There are values that make some employees unsatisfied where at the same time such 
values cause others to be more satisfied and stable. 

• Strict values that are unacceptable by the employees may make them leave, even 
others that stay, may still feel unsatisfied with these values and just tolerate them. 

• When it comes to a situation that the pressure of the project or pressure from the 
customers increases, some supervisors ignore the moral values and have 
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inappropriate behavior towards their employees which causes a great dissatisfaction. 
( critical incident) 

• If there is no control on how people behave at the company and how they act against 
core values, it becomes easy for them to ignore the values and cause dissatisfaction 
of others. 

• If the core values of the company are clarified to all the employees and there are 
certain rules for their professional communication this can have a positive effect on 
job satisfaction. It is also important to have a control mechanism in place to find out 
whether the core values are being respected by all the employees or not. 
 

5.2.2. Agreement 

DMD 

It does not necessarily affect the job satisfaction and it is more related to management 

style. Top management makes the final decision and it is not always a win-win situation 

for the employees when a work conflict happens. In such situation, the management 

makes a decision that its outcome is a win for the company not necessarily for both sides 

of a conflict. This is not related to job satisfaction and stays in a neutral state against job 

satisfaction. How agreement can be reached is based on job description which is being 

put in action in a daily basis. 

PSOM 

To some extent it has positive effect on job satisfaction, but the result is more important 

and if the main issue stays unresolved, negative impact on satisfaction may occur. 

 

HRM 

When there is a win-win situation in reaching agreements in a working conflicts, it has a 

indirect positive effect on job satisfaction by reducing stress and setting tranquility in 

work space. 

QHSM 
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By having a certain procedure it can avoid personal judgments and when two employees 

reach a professional conflict and two managers offer the same solution it can have a 

positive impact on job satisfaction. 

OEFG 

• If agreements are not easily reachable on professional conflicts, they may become 
personal causing an indirect dissatisfaction. 

• Agreement in a fair and win-win situation is not reachable unless some certain rules, 
frameworks and procedures are in hand in case of technical and professional 
conflicts. 

• Even though final decisions cannot be made by a person, everyone should have a 
chance to express their ideas related to their area of expertise. 

• By setting certain rules and frameworks for professional relationships, encounters 
and conflict situations, employees find it easier to work in a less stressful atmosphere 
that eventually leads to higher job satisfaction. 
 

5.2.3. Coordination & integration 

DMD 

It can affect the job satisfaction but mostly in an indirect manner, because it is related to 

job description. The outcome of all the opinions is what matters the most and the 

organization wants the jobs done the best way possible and most efficient. Therefore, the 

approaches to achieve goals in different sections of the company are different and the 

top manager makes the final decision on them. 

PSOM 

It has high impact on job satisfaction and must be managed in a way that similar 

activities amongst different units be integrated. 

HRM 

It can have a positive effect on job satisfaction, by increasing the performance and 

making tasks easier. 

QHSM 
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It makes the personnel believe they are working in an organization with identity and has 

positive effect on job satisfaction. 

OEFG 

• Coordination & integration helps to improve the tranquility of the working space 
which in turn increases satisfaction. 

• If all the roles for the employees are carefully assigned it can be more helpful to 
increase job satisfaction. 

• Coordination & integration gains more importance in job satisfaction of supervisory 
and managerial levels. 

• To some extent it is related to previous dimensions of consistency (Core values and 
agreement). 

• The interfaces must be clarified and audited in a timely manner for improvement. 
• By having clarified roles for employees, interfaces and training the personnel to 

align their goals with each other and the company, coordination and integration can 
help reaching a higher level of job satisfaction. 

 

5.3. Adaptability 

 

5.3.1. Creating change 

DMD 

It affects the job satisfaction of the employees in a negative way because they prefer to 

work in a more stable environment, but still is positive for the company. 

PSOM 

The effect of it on different employees and different levels of the employees is diverse, 

but the impact is mostly negative especially when most employees have resistance 

against change. 

HRM 

Different factors play their roles in this dimension and its effect on job satisfaction. If 

considering a new software or technical approach, it is mostly acceptable and favorable 

by the employees. However, when employees feel that they are being taken out of their 
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working safe zone and must change the way they were used to, it is different and can 

have a negative effect on their job satisfaction. Moreover, reactions towards change are 

not the same in different age ranges of employees. Younger employees are keener to 

accept changes while the older ones try to avoid them. In order to avoid resistance by the 

employees and making changes work appropriately and have positive effect on job 

satisfaction, change must be managed and if a new approach is identified, changes 

should be done gradually. 

QHSM 

When accepting change the core values of the organization must be taken into 

consideration and safely kept, at the same time it is considered as an organizational 

strength and overall it has positive effect on job satisfaction. 

OEFG 

• The company should consider changes as a chance of improvement, but it is 
important to test them first and compare the outcomes with the outcomes of previous 
state and then choose whether to change or not. So depending on the implementation 
method it can have a positive or negative impact 

• Changes must be made gradually and some changes may even cause dissatisfaction 
to the employees when the changes are conducted in a quick manner. 

• When the company shows flexibility towards changes and always evaluates new 
situations, employees feel safer with their jobs, because they feel the company has a 
sort of sustainability and is not easily endangered by the variable nature of the 
market and rivals. 

 

5.3.2. Customer focus 

DMD 

Its effect on job satisfaction is indirect and it may be negative, but this , like many other 

most externally focused parameters have indirect effect on the overall job satisfaction of 

the employees. 

PSOM 
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Experience shows that amplifying this dimension can cause negative impact on job 
satisfaction. 

HRM 

Regarding the type of the company as an engineering consultant one, most of the 

employees feel like they have a better knowledge on the area than the customers, so, 

they do not want that much focus on customers’ suggestions. Therefore, it does not have 

any direct positive effect on job satisfaction and when the customer focus increases, it 

may have negative effect on job satisfaction of the employees. 

QHSM 

Being in touch with the customers makes the employees feel more noticed and important 

and may have positive effect on job satisfaction. 

OEFG 

• Due to the nature of Namvaran Company it may not have a sensible effect on the 
employees’ job satisfaction. 

• When customer focus results in neglecting current technical approaches or some 
values which are important to the employees, it may even have negative effect on job 
satisfaction. 

• It is important that customer focus must be managed in a manner that all the needs 
and suggestions of the customer should be taken into account as far as they do not 
threat technical limitations or core values respected by the company employees. 

• If we have a influential client who has a significant effect on company’s opportunity 
to have a sustainable work load then focusing on that costumer may give a sense of 
job security, and indirectly increase satisfaction. 

 

5.3.3. Organizational learning 

DMD 

It certainly has a positive effect on job satisfaction, because knowledge employees are 

very interested in such capability. 

PSOM 
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It has positive effect on job satisfaction and employees conceive that the company wants 

to learn in order to improve itself and the employees. However, if the cost of the risks of 

learning is on the shoulders of employees themselves, the impact would be negative. So, 

the cost of taking risks must be accepted to some extent by the organization. 

HRM 

By accepting the ability to risk and letting the employees test new approaches, they feel 

more powerful and satisfied with their job. 

QHSM 

It has positive effect on promotion, supervision and job itself facets of job satisfaction 

because the company learns from its experiences and makes better decisions and 

supervisions. 

OEFG 

• In a company like Namvaran, it is hard to risk and accept suggestions to test new 
approaches due to the complexity of the approaches and the importance of deadlines 
and costs. However improvements to this will increase job satisfaction. 

• It is important because it can help finding easier approaches of doing tasks and 
reduces errors. 

• By reviewing failures and downfalls and not letting employees feel disappointed by 
failures it can cause higher job satisfaction. 

 

5.4. Mission 

 

5.4.1. Strategic direction & intent 

DMD 

As it develops some sort of pride inside the employee about the organization it has 

positive effect on job satisfaction, but the level of effect depends on the organizational 

level of that employee. 

PSOM 



	

Page	|	40		
	

Although the impact of this dimension is positive on job satisfaction, based on the 

organizational level of the employees the amount of impact differs and it is mostly 

effective for higher positions of the company. 

HRM 

It has positive effect on job satisfaction as the employees want to be aware of where the 

company is heading and what its mission is. 

QHSM 

Long-term plans need employees with different working backgrounds and can directly 

have positive effect on job promotion and job itself and indirect effect on payment. 

OEFG 

It depends on the employee and if the employee feels a sense of belonging in the 

organization, then it is important that the company has strategic direction and intent, 

because it means that it may have a future and their job is more secured. However, for 

other employees, it is not that important and does not have a tangible effect on their job 

satisfaction. 

 

5.4.2. Goals & objectives 

DMD 

If it does exist, it may have positive effect on job satisfaction, but if it does not, there 

will not be any negative effect. 

PSOM 

It is not as effective as the previous dimension, especially considering that objectives in 

Namvaran are variable and may change in a timely manner. 

HRM 

Based on the organizational level of an employee the effect is different. If all the goals 

and objectives are clarified to all the employees at different levels of the company and 
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they know that they are considered as a player to make the company reach those goals 

and objectives, it may cause job satisfaction, but on the other hand, if employees feel 

like there is no feedback of what they do to make the company reach its goals and 

objectives, they may feel disappointed and dissatisfied with what they do. 

QHSM 

To some extent it is like the previous dimension and since it is more specialty based the 

impact is higher. 

OEFG 

• Having certain goals and objectives clarified to all the levels of the employees is 
important to satisfaction. 

• Employees must know that they are a part of the organization that plays a certain 
role in achieving its goals and objectives. When they notice such role, they may have 
higher job satisfaction. 

• Goals and objectives of the company and employees must be aligned in order to get 
better results, because they first consider their own as it is related to their income and 
how they live. 

 

5.4.3. Vision 

DMD 

It does not have any direct and clear effect on job satisfaction. 

PSOM 

Having a standard vision is effective on job satisfaction, especially when mid-time 

tactics do not threaten long-term vision. 

HRM 

It may not have a direct effect on job satisfaction of the employees, but if the company 

makes its employees excited about their vision and then neglect it for a short-term target, 

they may even face a negative effect on job satisfaction. 

QHSM 



	

Page	|	42		
	

It has positive effect on the job itself facet of job satisfaction and can provide better 

feeling of job security. So to some extent it has a positive effect. 

OEFG 

• Vision of the company is not of that importance to the employees as they are mostly 
concerned with the projects in hand and the outcomes of the projects. 

• The company vision, goals, objectives and targets must be announced to the 
employees by different media being used at the company to improve their job 
satisfaction. 

 

5.5. Most and least effective dimensions on job satisfaction 

All the interviewees were asked to name two of the most and less important dimensions 

of organizational culture affecting the level of overall job satisfaction. The results are as 

follows. 

DMD 

Most effective: 

• Empowerment 
• Core values 

Least effective: 

• Vision 
• Goals & objectives 

PSOM 

Most effective: 

• Capability development 
• Organizational learning 

Least effective: 

• Customer focus 
• Goal & objectives 

HRM 
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Most effective: 

• Empowerment 
• Core values 

Least effective: 

• Customer focus 
• Vision 

QHSM 

Most effective: 

• Capability development 
• Empowerment 

Least effective: 

• Customer focus 
• Vision 

OEFG (Focus group 1) 

Most effective: 

• Capability development 
• Core values 

Least effective: 

• Customer focus 
• Agreement 

OEFG (Focus group 2) 

Most effective: 

• Empowerment 
• Goals & objectives 

Least effective: 

• Vision 
• Customer focus 

OEFG (Focus group 3) 
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Most effective: 

• Empowerment 
• Capability development 

Least effective: 

• Customer focus 
• Vision 
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6. Analysis 

This chapter makes sense of the data presented in the previous chapter to make a better 

understanding of the relation between different dimensions of the organizational culture 

and job satisfaction based on the opinions of all the interviewees. 

Codes used in tables of this chapter 

+ The dimension has a direct positive impact on job satisfaction 

- The dimension has a direct negative impact on job satisfaction 

/ Based on some conditions the dimension may have positive or negative impact on job 
satisfaction 

* The dimension is neutral to job satisfaction/It does not have a direct effect on job 
satisfaction 

Table 2: DMD’s opinions 
Organizational 

culture trait 
Organizational 

culture dimension 
Effect on job 
satisfaction 

How it can improve job 
satisfaction? 

Involvement Empowerment + • Being in control of a job 
• Feeling effective on tasks and 

Knowing that their opinions count 
Team orientation / For a positive effect all team members 

must learn about synergy and benefits 
of team working. 

Capability 
development 

+ Knowledge employees like 
responsibility and using skills. 

Consistency Core values + By concerning and respecting human 
values. 

Agreement *  
Coordination & 

integration 
*  

Adaptability Creating change - The changes shall be gradual to 
minimize the negative effect. 

Customer focus *  
Organizational 

learning 
+  

Mission Strategic direction & 
intent 

+ Since it develops some sort of pride 
inside the employee about the 
organization, but it mostly happens in 
higher positions. 

Goals & objectives *  
Vision *  
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Table 3: PSOM’s opinions 
Organizational 

culture trait 
Organizational 

culture dimension 
Effect on job 
satisfaction 

How it can improve job 
satisfaction? 

Involvement Empowerment + • The organization must reach a 
good level of maturity 

• The employee must have an 
appropriate mentality towards it 

Team orientation / • Employees like to see their team 
achievements 

• Even in team work hierarchy and 
key positions cannot be totally 
ignored 

• Bringing team members closer to 
each other and making a friendly 
atmosphere amongst them is a plus 

• For key employees, if they feel 
their key position and importance 
is being threatened by team 
oriented activities the impact 
becomes negative. 

Capability 
development 

+ • This development must be clearly 
planned and the desired target for 
each person has to be clarified. 

• It provides more promotion and 
higher payment opportunity. 

Consistency Core values + Core values of the company is 
accepted by most of the employees and 
are one of the great causes that makes 
them stay with the company. 

Agreement / The result is more important and if the 
main issue stays unresolved, negative 
impact on satisfaction may occur. 

Coordination & 
integration 

+ Similar activities amongst different 
units must be integrated. 

Adaptability Creating change -  
Customer focus -  
Organizational 

learning 
/ • Employees conceive that the 

company wants to learn in order to 
improve itself and the employees.  

• To some extent the organization 
must accept the cost of taking 
risks. 

Mission Strategic direction & 
intent 

+  

Goals & objectives *  
Vision + Having a standard vision is effective 

on job satisfaction, especially when 
mid-time tactics do not threaten long-
term vision. 
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Table 4: HRM’s opinions 
Organizational 

culture trait 
Organizational 

culture dimension 
Effect on job 
satisfaction 

How it can improve job 
satisfaction? 

Involvement Empowerment + Based on their organizational level, 
employees must have a role in 
decisions. 

Team orientation / • As far as it helps improving their 
knowledge and they enjoy 
involvement in group activities, 
this has positive effect. 

• For employees who prefer to be 
isolated this can have negative 
effect. 

Capability 
development 

/ • When an employee thinks that 
he/she is doing someone else’s job 
beyond his/her job description, it 
may have negative effect. 

• If the employee knows it is 
planned for his/her job promotion 
and improvement, the impact is 
positive. 

Consistency Core values + • Transparency and honesty from 
the managers  

• The core values of the company 
must be well written and all the 
employees must be informed about 
them. 

Agreement + By reducing stress and setting 
tranquility in work space. 

Coordination & 
integration 

+ It increases the working speed and 
makes tasks easier to conduct. 

Adaptability Creating change / Changes must be managed and if a new 
approach is identified, it must be 
implemented in a gradual way. 

Customer focus -  
Organizational 

learning 
+ By accepting the ability to risk and 

letting the employees test new 
approaches, they feel more powerful 
and satisfied. 

Mission Strategic direction & 
intent 

+ It has positive effect on job satisfaction 
as the employees want to be aware of 
where the company is heading and 
what its mission is. 

Goals & objectives / All the goals and objectives must be 
clarified to all the employees at 
different levels of the company and 
they should conceive that they are 
considered as a player to make the 
company reach those goals and 
objectives. 

Vision *  
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Table 5: QHSM’s opinions 
Organizational 

culture trait 
Organizational 

culture dimension 
Effect on job 
satisfaction 

How it can improve job 
satisfaction? 

Involvement Empowerment + Since employees are experts and 
knowledge workers and making them a 
part of decisions improves job 
satisfaction. 

Team orientation + It is more effective in lower positions 
of the company. 

Capability 
development 

+ It has to be planned in a justly manner 
by concerning the abilities and skills of 
the employees. 

Consistency Core values + For expert employees, core values are 
of high importance. 

Agreement + By having a certain procedure for 
working conflicts it can avoid personal 
judgments. 

Coordination & 
integration 

+ It makes the personnel believe that 
they are working in an organization 
with identity 

Adaptability Creating change + Core values of the organization must 
be taken into consideration and safely 
kept. 

Customer focus + Being in touch with the customers 
makes the employees feel more noticed 
and important. 

Organizational 
learning 

+ The company learns from its 
experiences and makes better decisions 
and supervisions. 

Mission Strategic direction & 
intent 

+ Can directly have positive effect on job 
promotion and job itself and indirect 
effect on payment. 

Goals & objectives +  
Vision + It has positive effect on the job itself 

facet of job satisfaction and can 
provide better feeling of job security. 
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Table 6: OEFGs’ opinions 
Organizational 

culture trait 
Organizational 

culture dimension 
Effect on job 
satisfaction 

How it can improve job 
satisfaction? 

Involvement Empowerment + Involving the employees in decision 
makings and sharing information about 
projects to them based on their 
positions and jobs. 

Team orientation / • For introvert employees it might 
not have positive effect. 

• Using different skills and extrovert 
people who are positive towards 
knowledge sharing in groups, 
makes group orientation have a 
positive impact. 

Capability 
development 

+ • By improving Employees’ 
knowledge 

• Development plan must be just 
and for all the employees 

• Employees’ characteristics, 
interests and goals for their jobs 
have to be identified in order to 
have a better capability 
development plan 

• Would be better if conducted by 
an independent unit like HR 

Consistency Core values / • Top managers of the company 
mandate themselves to act in a 
framework of values that the 
employees are obliged to work in. 

• Core values must be clarified to all 
levels of the company. 

Agreement + • Certain rules, frameworks and 
procedures must be in hand in case 
of technical and professional 
conflicts. 

• Even though final decisions cannot 
be made by a person, everyone 
should have a chance to express 
their ideas related to their area of 
expertise. 

 
Coordination & 

integration 
+ • Improves the tranquility of the 

working space. 
• All the roles for the employees 

must be carefully assigned. 
• The interfaces must be clarified 

and audited in a timely manner for 
improvement. 

Adaptability Creating change + • It is important to test a change first 
and compare the outcomes with 
the outcomes of previous state and 
then choose whether to change or 
not. 

• When the employees can make 
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suggestions for change or their 
opinions and ideas are asked about 
a change, they feel more noticed 
and involved with the 
organization. 

• Changes must be made gradually 
and some changes may even cause 
dissatisfaction by the employees 
when they are conducted in a 
quick manner. 

• When the company shows 
flexibility towards changes and 
always evaluates new situations, 
employees feel more safety with 
their jobs, because they feel the 
company has a sort of 
sustainability and is not easily 
endangered by the variable nature 
of the market and rivals. 

Customer focus - Customer focus must be managed in a 
manner that all the needs and 
suggestions of the customer should be 
taken into account as far as they do not 
threat technical limitations or core 
values respected by the company 
employees. 

Organizational 
learning 

+ • It can help finding easier 
approaches of doing tasks and 
reduces errors. 

• By reviewing failures and 
downfalls and not letting 
employees feel disappointed by 
failures it can cause higher job 
satisfaction. 

Mission Strategic direction & 
intent 

*  

Goals & objectives + • Having certain goals and 
objectives clarified to all the levels 
of the employees is important. 

• Employees must know that they 
are a part of the organization that 
plays a certain role in achieving its 
goals and objectives. When they 
notice such role, they may have 
higher job satisfaction. 

• Goals and objectives of the 
company and employees must be 
aligned in order to get better 
results, because they first consider 
their own as it is related to their 
income and how they live. 

Vision *  
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Now that the effects of all the dimensions of organizational culture on overall job 

satisfaction are shown, it is evident that there are two types of improvement by these 

dimensions on job satisfaction: 

• The situation that is caused by the existence of that dimension itself which 
consequently causes improvement in job satisfaction. This will be called How It 
Causes Improvement for the next part. 

• The type of action/actions that must be conducted in order to improve that 
dimension and consequently the job satisfaction. This will be called 
Improvement Action for the next part. 

The next table is a summary of table two to table six which brings all these improvement 

actions together (Repetitive and similar information is avoided). 
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Table 7: Summary table of tables 2-6 
Organizational 

culture trait 
Organizational 

culture dimension 
How it causes 
improvement 

Improvement actions 

Involvement Empowerment • Being in control of 
a job. 

• Feeling effective 
on tasks and 
Knowing that their 
opinions count. 

• The organization must 
reach a good level of 
maturity. 

• The employee must have 
an appropriate mentality 
towards it. 

• Involving the employees in 
decision makings and 
sharing information about 
projects to them based on 
their positions and jobs. 

Team orientation • Employees like to 
see their team 
achievements. 

• As far as it helps 
improving their 
knowledge and 
they enjoy 
involvement in 
group activities, 
this has positive 
effect. 

 

• All team members must 
learn about synergy and 
benefits of team working. 

• Hierarchy and key 
positions cannot be totally 
ignored 

• Bringing team members 
closer to each other and 
making a friendly 
atmosphere amongst them. 

• Using different skills and 
extrovert people who are 
positive towards 
knowledge sharing in 
groups. 

Capability 
development 

• Everyone likes 
responsibility and 
using skills. 

• It provides more 
promotion and 
higher payment 
opportunity. 

• Improves 
employees’ 
knowledge. 

• This development must be 
clearly planned for all the 
employees in a justly 
manner by concerning the 
abilities and skills of the 
employees and the desired 
target for each person has 
to be clarified. 

• The employee must know it 
is planned for his/her job 
promotion and 
improvement. 

• Employees’ characteristics, 
interests and goals for their 
jobs have to be identified in 
order to have a better. 
capability development 
plan 

• Would be better if 
conducted by an 
independent unit like HR. 
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Organizational 
culture trait 

Organizational 
culture dimension 

How it causes 
improvement 

Improvement actions 

Consistency Core values • By concerning and 
respecting human 
values. 

• Core values of the 
company is 
accepted by most 
of the employees 
and are one of the 
great causes that 
makes them stay 
with the company. 

• For expert 
employees, core 
values are of high 
importance. 

• Transparency and honesty 
from the managers and they 
must mandate themselves 
to act in a framework of 
values that the employees 
are obliged to work in. 

• The core values of the 
company must be well 
written and all the 
employees must be 
informed about them. 

Agreement • By reducing stress 
and setting 
tranquility in work 
space. 

• Agreement itself is not 
enough and the main issue 
must be resolved. 

• Certain rules, frameworks 
and procedures must be in 
hand in case of technical 
and professional conflicts. 

• Even though final decisions 
cannot be made by a 
person, everyone should 
have a chance to express 
their ideas related to their 
area of expertise. 

Coordination & 
integration 

• It increases the 
working speed and 
makes tasks easier 
to conduct. 

• It makes the 
personnel believe 
that they are 
working in an 
organization with 
identity. 

• Improves the 
tranquility of the 
working space. 

• Similar activities amongst 
different units must be 
integrated. 

• All the roles for the 
employees must be 
carefully assigned. 

• The interfaces must be 
clarified and audited in a 
timely manner for 
improvement. 
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Organizational 
culture trait 

Organizational 
culture dimension 

How it causes 
improvement 

Improvement actions 

Adaptability Creating change • When the company 
shows flexibility 
towards changes 
and always 
evaluates new 
situations, 
employees feel 
more safety with 
their jobs, because 
they feel the 
company has a sort 
of sustainability 
and is not easily 
endangered by the 
variable nature of 
the market and 
rivals. 

• Changes must be managed 
and if a new approach is 
identified, it must be 
implemented in a gradual 
way. 

• Core values of the 
organization must be taken 
into consideration and 
safely kept. 

• It is important to test a 
change first and compare 
the outcomes with the 
outcomes of previous state 
and then choose whether to 
change or not. 

• Employees’ suggestions for 
change must be heard and 
their opinions and ideas 
must be asked about a 
change. 

Customer focus  • Being in touch with the 
customers makes the 
employees feel more 
noticed and important. 

• Customer focus must be 
managed in a manner that 
all the needs and 
suggestions of the customer 
should be taken into 
account as far as they do 
not threat technical 
limitations or core values 
respected by the company 
employees. 

Organizational 
learning 

• By accepting the 
ability to risk and 
letting the 
employees test new 
approaches, they 
feel more powerful 
and satisfied. 

• The company 
learns from its 
experiences and 
makes better 
decisions and 
supervisions. 

• It can help finding 
easier approaches 
of doing tasks and 
reduces errors. 

• Employees conceive that 
the company wants to learn 
in order to improve itself 
and the employees.  

• To some extent the 
organization must accept 
the cost of taking risks. 

• By reviewing failures and 
downfalls and not letting 
employees feel 
disappointed by failures it 
can cause higher job 
satisfaction. 
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Organizational 
culture trait 

Organizational 
culture dimension 

How it causes 
improvement 

Improvement actions 

Mission Strategic direction & 
intent 

• It develops some 
sort of pride inside 
the employee about 
the organization. 

• Employees want to 
be aware of where 
the company is 
heading and what 
its mission is. 

• Can directly have 
positive effect on 
job promotion and 
job itself and 
indirect effect on 
payment. 

 

Goals & objectives  • All the goals and objectives 
must be clarified to all the 
employees at different 
levels of the company and 
they should conceive that 
they are considered as a 
player to make the 
company reach those goals 
and objectives. 

• Goals and objectives of the 
company and employees 
must be aligned in order to 
get better results, because 
they first consider their 
own as it is related to their 
income and how they live. 

Vision • It has positive 
effect on the job 
itself facet of job 
satisfaction and can 
provide better 
feeling of job 
security. 

• Mid-time tactics must not 
threaten long-term vision. 

 

By putting the votes of all the interviewees together from the previous chapter, two of 

the most effective and less effective dimensions of the organizational culture on overall 

job satisfaction are shown in Table 8. 
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Table 8: Most and least effective dimensions of the organizational culture on 
overall job satisfaction 

 Most effective Least effective 
1 Empowerment Customer focus 
2 Capability development Vision 
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7. Conclusions 

As discussed in the first chapter, the purpose of this thesis is to describe the relation 

between different traits of organizational culture and their dimensions on job satisfaction 

of an engineering consultant company employees and to explain how these dimensions 

can improve the level of job satisfaction. In this chapter the research comes to a 

conclusion to reach this purpose and answer the research questions. What is more, this 

chapter contains the contribution and implication to industry and theory. At the end of 

this chapter chances of future researches will be discussed. 

7.1. The effect of organizational culture traits on job satisfaction 

The interviews that have been conducted with the managers and employees of 

Namvaran Company and analysis of the answers show that in general, all of the 

organizational culture traits have a positive effect on job satisfaction, but this effect is 

stronger with Involvement and Consistency traits which have an internal focus in the 

organizational culture model. Hence, it can be conceived that employees of the company 

are mostly concerned with internal issues rather than external ones and find them more 

important to their job satisfaction. However, another cause may be involved with such 

intention as well, such as the organization acts in a way that the employees are not well 

aware of external environment and issues of the company as they mentioned the need to 

be informed or educated about different external focused dimensions such as goals & 

objectives of the company. 

Another conceived point is that there is less attention at the company on Mission trait of 

the organizational culture. Such matter can be caused by the nature of this company as a 

consultant engineering company which is based on projects. In a project based company 

like Namvaran, focus of projects (e.g. cost, time, scope) and customers can impose a 

pressure to employees in a way that reduces the intention of most employees on long-

term related issues especially involving with company’s strategic plans. 

On the other hand, Involvement and Adaptability traits are related to the flexible side of 

the organizational culture where Consistency and Mission are on the stable side of that. 

Concerning the votes of the interviewees that mention an absolute positive effect on job 
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satisfaction, the stable side has a little more weight than the flexible side, but the 

difference is not significant. Having a closer look at this finding, it is obvious that 

although the employees want stability in their job they still understand the importance of 

a flexible organization with flexible personnel towards the changes and both this sides 

more or less are important to their job satisfaction. 

7.2. Improving job satisfaction by different dimensions of 
organizational culture 

In chapters five and six, it was shown that all the dimensions of the organizational 

culture can play a role in improving the level of overall job satisfaction, but the 

importance of this role is not the same amongst all these dimensions as discussed. Some 

dimensions were strongly believed to have positive effect on job satisfaction of the 

employees such as Empowerment while some others were mentioned as conditionally 

positive. For instance, Team Orientation was one of dimensions that needs to meet some 

conditions to have a positive impact on job satisfaction. There were dimensions like 

Vision that was voted as neutral to job satisfaction by most of the interviewees. 

At the end of the previous chapter in Table 7, the actions that can be conducted by the 

company in order to strengthen an organizational culture dimension and consequently 

improve overall job satisfaction of the employees and in addition the reasons on how 

this dimension may work on overall job satisfaction improvement were mentioned. 

Interviewees showed their highest interest in Empowerment and Capability 

Development dimensions of the organizational culture in improving job satisfaction. 

This means that even though a consultant engineering company like Namvaran should 

manage all the dimensions to fulfill a job satisfaction of its employees, these two 

dimensions (Empowerment and Capability Development) need more attention from the 

companies management than the others. 

Customer Focus was mostly considered as a negative factor more than any other 

dimension and shows that it needs to be controlled by the top managers of the company. 

Hence, the given hints in Table 7 on this dimension may be helpful in to control such 

matter. 
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7.3. Contribution and implication 

This research is focused on obtaining a general understanding about the effects of 

organizational culture traits and dimensions as defined by Denison Model to the overall 

job satisfaction. So in the academic level it contributes to development of correlations 

between these parameters. 

On the practical level human resource managers may use this result to improve the job 

satisfaction by defining proper strategies to improve the effects of below indices of 

organizational culture on job satisfaction: 

- Empowerment  
- Capability Development 
- Costumer focus ( to reduce the negative impact) 

 
7.4. Future research 

Since this research is only qualitative and describes the relation between the traits and 

indices of the organizational culture and overall job satisfaction as a case study of one 

consultant engineering company, further researches can be conducted to give a more 

clear insight on such relation. This research has given some assumptions on this relation. 

Quantitative researches on several similar companies with bigger samples would give 

the exact correlation of different organizational culture traits and indices with job 

satisfaction. 

Furthermore, this research detected two controlling variable that can be considered in the 

future quantitative research, which are: 

- Employee’s experience  
- Employee’s job level  

No other controlling variable was detected, such as gender of employee. The reason may 

be found in the special culture of this company. It can be a result of high level of 

equality between male and female employees in this company and there is a possibility 

that different result will be found in other companies.  
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Appendices 
Appendix 1 Interview guideline and questions in English ( Translated) 

At	the	time	of	invitation	of	interviewees,	a	3	page	documents,	which	was	
extracted	from	this	thesis,	is	given	to	them	to	make	them	familiar	with	the	
concepts	of	the	organizational	culture	and	job	satisfaction	theories	which	
are	used	in	this	research.		Also	to	give	them	a	better	understanding	the	
questions	of	Denison	questionnaire	which	is	used	in	Denison’s	cultural	
survey	has	been	read	to	them.	The	different	facets	of	job	satisfaction	were	
written	on	a	white	board	and	the	pictorial	presentation	of	Denisson	Model	
was	given	to	them	for	their	quick	reference.	

The	questions	which	were	asked	as	the	opening	of	each	discussion	are	
summarized	below.	Interviewees	have	been	asked	to	give	examples	or	
incidents	when	they	didn’t	participated	in	discussion.	

1- Does	 the	“Empowerment”	have	negative,	positive	or	neutral	effect	
on	job	satisfaction?	How	do	you	evaluate	this	effect	on	indices	of	job	
satisfaction	 (payments,	 promotion,	 co-workers,	 supervision,	 the	
work	itself)	and	what	is	your	suggestion	for	improvement?	

2- Does	 the	 “Team	 Orientation”	 have	 negative,	 positive	 or	 neutral	
effect	on	job	satisfaction?	How	do	you	evaluate	this	effect	on	indices	
of	 job	 satisfaction	 (payments,	 promotion,	 co-workers,	 supervision,	
the	work	itself)	and	what	is	your	suggestion	for	improvement?	

3- Does	 the	 “Capability	 Development”	 have	 negative,	 positive	 or	
neutral	 effect	on	 job	 satisfaction?	How	do	you	evaluate	 this	 effect	
on	 indices	 of	 job	 satisfaction	 (payments,	 promotion,	 co-workers,	
supervision,	 the	 work	 itself)	 and	 what	 is	 your	 suggestion	 for	
improvement?	

4- Does	 the	 “Core	Value”	have	negative,	positive	or	neutral	 effect	on	
job	 satisfaction?	How	do	 you	evaluate	 this	 effect	on	 indices	of	 job	
satisfaction	 (payments,	 promotion,	 co-workers,	 supervision,	 the	
work	itself)	and	what	is	your	suggestion	for	improvement?	

5- Does	the	“Agreements”	have	negative,	positive	or	neutral	effect	on	
job	 satisfaction?	How	do	 you	evaluate	 this	 effect	on	 indices	of	 job	
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satisfaction	 (payments,	 promotion,	 co-workers,	 supervision,	 the	
work	itself)	and	what	is	your	suggestion	for	improvement?	

6- Does	 the	 “Coordination	 &	 Integration”	 have	 negative,	 positive	 or	
neutral	 effect	on	 job	 satisfaction?	How	do	you	evaluate	 this	 effect	
on	 indices	 of	 job	 satisfaction	 (payments,	 promotion,	 co-workers,	
supervision,	 the	 work	 itself)	 and	 what	 is	 your	 suggestion	 for	
improvement?	

7- Does	 the	“empowerment”	have	negative,	positive	or	neutral	effect	
on	job	satisfaction?	How	do	you	evaluate	this	effect	on	indices	of	job	
satisfaction	 (payments,	 promotion,	 co-workers,	 supervision,	 the	
work	itself)	and	what	is	your	suggestion	for	improvement?	

8- Does	the	“Customer	Focus”	have	negative,	positive	or	neutral	effect	
on	job	satisfaction?	How	do	you	evaluate	this	effect	on	indices	of	job	
satisfaction	 (payments,	 promotion,	 co-workers,	 supervision,	 the	
work	itself)	and	what	is	your	suggestion	for	improvement?	

9- Does	 the	 “Organizational	 Learning”	 have	 negative,	 positive	 or	
neutral	 effect	on	 job	 satisfaction?	How	do	you	evaluate	 this	 effect	
on	 indices	 of	 job	 satisfaction	 (payments,	 promotion,	 co-workers,	
supervision,	 the	 work	 itself)	 and	 what	 is	 your	 suggestion	 for	
improvement?	

10- Does	 the	 “Strategic	Direction	&	 Intent”	 have	 negative,	 positive	 or	
neutral	 effect	on	 job	 satisfaction?	How	do	you	evaluate	 this	 effect	
on	 indices	 of	 job	 satisfaction	 (payments,	 promotion,	 co-workers,	
supervision,	 the	 work	 itself)	 and	 what	 is	 your	 suggestion	 for	
improvement?	

11- Does	 the	 “Goals	 &	 Objectives”	 have	 negative,	 positive	 or	 neutral	
effect	on	job	satisfaction?	How	do	you	evaluate	this	effect	on	indices	
of	 job	 satisfaction	 (payments,	 promotion,	 co-workers,	 supervision,	
the	work	itself)	and	what	is	your	suggestion	for	improvement?	

12- Does	 the	 “Vision”	 have	 negative,	 positive	 or	 neutral	 effect	 on	 job	
satisfaction?	 How	 do	 you	 evaluate	 this	 effect	 on	 indices	 of	 job	
satisfaction	 (payments,	 promotion,	 co-workers,	 supervision,	 the	
work	itself)	and	what	is	your	suggestion	for	improvement?	
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13- Among	the	aforementioned	indices	of	organizational	culture,	what	
are	 the	most	 and	 second	most	 influential	 ones	 on	 the	 employee’s	
job	satisfaction?	What	are	the	two	least	influential	ones?	

Appendix 2 Interview questions in Persian (original questions): 
	

1. با توجھ بھ تعریف ارایھ شده از توانمندسازی پرسنل ، این پارامتر چھ تاثیری ( مثبت ،  
منفی و خنثی) بر رضایت شغلی دارد؟ در صورت مثبت بودن پاسخ ، نحوه این 

ھا، ارتقای شغلی، ھمکاران، نظارت، رداختاثرگذاری بر برآیند وجوه رضایت شغلی (پ
	 	خود کار) چگونھ است و بھ چھ ترتیب میتواند آنرا بھبود بخشد؟

2. آیا گرایش بھ کار تیمی در شرکت ، با توجھ بھ تعریف ارایھ شده ، بر روی رضایت  
این در صورت اثرگذاری بر روی رضایت شغلی، نحوه اثر آن بر  شغلی اثرگذار است؟

ھا، ارتقای شغلی، ھمکاران، نظارت، خود توجھ بھ برآیند وجوه آن (پرداخت باپارامتر 
بھبود بخشید؟ این اثر راکار) چگونھ است و چگونھ می توان  	

3. با توجھ بھ تعریف ارایھ شده از توسعھ قابلیتھا ، این پارامتر چھ تاثیری ( مثبت ، منفی و  
، بھبود و تقویت این رکن  بودن خنثی) بر رضایت شغلی دارد؟  در صورت اثرگذار

ھا، چگونھ می تواند بر رضلیت شغلی بھ عنوان برآیند وجوه رضایت شغلی (پرداخت
ارتقای شغلی، ھمکاران، نظارت، خود کار) اثرگذار باشد و آنرا بھبود بخشد؟ 	

4. ھای اصلی سازمان ، با توجھ بھ تعریف آن ، بر روی رضایت شغلی اثرگذار آیا ارزش 
-اثرگذاری، اثر این رکن و بھبود آن بر وجوه رضایت شغلی (پرداختاست؟ در صورت 

ھا، ارتقای شغلی، ھمکاران، نظارت، خود کار) چگونھ است و بھ چھ ترتیب می توان 
رضایت شغلی را با استفاده از این رکن بھبود بخشید؟ 	

5. ؟ بھبود سازمان از نظر رسیدن بھ توافقات ، بر روی رضایت شغلی چھ اثری دارد است 
ھا، ارتقای شغلی، ھمکاران، اثر این عامل بر برایند وجوه رضایت شغلی (پرداخت

نظارت، خود کار) چگونھ است و چگونھ می تواند آنرا بھبود بخشد؟ 	
6. با در نظر گرفتن تعریف ھماھنگی و یکپارچگی بھ عنوان یکی از ارکان فرھنگ  

ر است؟ در صورت اثرگذار سازمانی آیا بھبود این رکن ، بر روی رضایت شغلی اثرگذا
ھا، ارتقای بودن، اثر این عامل بر رضایت شغلی بھ عنوان برآیند وجوه آن (پرداخت

شغلی، ھمکاران، نظارت، خود کار) چگونھ است و چگونھ می تواند رضایت را بھبود 
بخشد؟ 	

 
 

	
7. تاثیر قابلیت ایجاد تغییر در سازمان ، بر روی رضایت شغلی را چگونھ ارزیابی می  

ھا، ارتقای شغلی، ھمکاران، کنید؟ اثر این عامل بر برآیند وجوه رضایت شغلی (پرداخت
نظارت، خود کار) چگونھ است و چگونھ می توان بھ آن بھبود بخشید؟ 	



	

Page	|	67		
	

8. اثر تمرکز بر مشتری بر ایجاد رضایت شغلی چگونھ است؟ در صورت اثرگذار بودن،  
ھا، ارتقای شغلی، ھمکاران، رداختاثر این عامل بر رضایت شغلی بھ عنوان برآیند پ

نظارت و  خود کار چگونھ است و چگونھ میتواند آنرا بھبود بخشد؟ 	
9. آیا یادگیری سازمانی از نظر یادگیری از شکست ھا و اشتباھات، تشویق و ارزش نھادن  

بھ نوآوری و ریسک کردن، توجھ بھ اکثر امور و جزییات، داشتن ھدف یادگیری 
گذاشتن نحوه انجام امور، بر روی رضایت شغلی اثرگذار است؟ در روزمره، بھ اشتراک 

ھا، ارتقای شغلی، صورت اثرگذار بودن، اثر این عامل بر وجوه رضایت شغلی (پرداخت
ھمکاران، نظارت، خود کار) چگونھ است؟ 	

آیا جھت گیری و گرایش استراتژیک از نظر داشتن اھداف دراز مدت، اثرگذاری  .10
ان بر سایر رقبا، مشخص بودن ماموریت سازمان در جھت دھی بھ استراتژی ھای سازم

کارھای افراد، بر روی رضایت شغلی اثرگذار است؟ در صورت اثرگذار بودن، اثر این 
ھا، ارتقای شغلی، ھمکاران، نظارت، خود کار) عامل بر وجوه رضایت شغلی (پرداخت

چگونھ است؟ 	
آیا اھداف سازمانی از نظر توافق در کلیھ سطوح سازمان بر روی اھداف، ھدفگذاری  .11

ھای واقعی و قابل دستیابی از سوی مدیران، ابالغ دقیق اھداف از سوی مدیریت، 
پیگیری مداوم پیشروی امور در راستای اھداف، بر روی رضایت شغلی اثرگذار است؟ 

ھا، ارتقای وجوه رضایت شغلی (پرداخت در صورت اثرگذار بودن، اثر این عامل بر
شغلی، ھمکاران، نظارت، خود کار) چگونھ است؟ 	

آیا فاکتور چشم انداز استراتژیک سازمان از نظر یکسان بودن دیدگاه کلیھ افراد درباره  .12
آن، نگرش بلند مدت مدیران درباره امور، تھییج و تشویق کارکنان در دستیابی بھ چشم 

ت دستیابی بھ خواستھ ھای فعلی بدون تھدید اھداف دراز مدت، بر انداز سازمان، قابلی
روی رضایت شغلی اثرگذار است؟ در صورت اثرگذار بودن، اثر این عامل بر وجوه 

ھا، ارتقای شغلی، ھمکاران، نظارت، خود کار) چگونھ است؟رضایت شغلی (پرداخت 	
اکتور کم اھمیت تر از نظر از بین فاکتورھای فوق مھمترین دومین فاکتور مھم و دو ف 	 .13

میزان تاثیر گزاری بر روی رضایت شغلی کدامند؟ 	

 


