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ABSTRACT 

This study assessed the influence of organizational culture on employees' job 

satisfaction in Tanzania. Specifically, the study assessed the influence of adaptability 

culture, consistency culture, and communication culture on the employee‘s job 

satisfaction at PSSSF. A case study design was adopted whereby PSSSF was used as 

a case. The study was approached quantitatively, where quantitative data was 

collected through questionnaires from 166 PSSSF employees who were sampled 

based on a purposive sampling technique. However, the study involved the analysis 

of 154 questionnaires, which were correctly filled. The data collected were analyzed 

using the Statistical Package for Social Sciences (SPSS) software, whereby 

descriptive and inferential statistics were conducted. The first objective showed that 

employee retention (p = 0.445) was not significantly related to satisfaction. Other 

indicators innovation (p = 0.021), restructuring (p = 0.014), incentives (p = 0.019) 

were statistically significant related to the employees‘ job satisfaction in terms of 

retention. Also, results revealed that innovation (p = 0.030), restructuring (p = 

0.004), incentives (p = 0.371) and policy (p =0.008) influenced absenteeism as 

indicator of job satisfaction. Only incentives were found to be not statistically 

significant to the dependent variable (absenteeism). Results on the second objective 

showed that organizational core values (p = 0.045), mission and vision (p = 0.037) 

and organizational objectives (p = 0.181) influenced retention of employees as an 

indicator of job satisfaction. Lastly, ownership (p = 0.016), delegations (p = 0.003), 

teamwork (p = 0.088) and participatory (p = 0.046) influenced retention.  Also, 

ownership (p = 0.027, delegations (p = 0.535), teamwork (p = 0.732) and 

participatory (p = 0.005) influenced absenteeism as indicator of employees‘ job 

satisfaction. It was concluded that adaptability culture, consistency culture, and 

communication culture influenced the employees‘ job satisfaction.  This study 

recommended the top management of PSSSF to ensure innovation, restructuring, and 

incentives to facilitate employees‘ job satisfaction by retaining employees at the 

workstations. These three variables of adaptability culture were statistically 

significantly related to retention and increased the likelihood of retaining employees.  

The study provides a room for future researchers to conduct studies on the influence 

of employees‘ teamwork on job satisfaction through any other related mediator.  
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CHAPTER ONE 

INTRODUCTION 

1.1 Overview 

Over the years, organizational culture has attracted enormous research attention due 

to its environmental dynamism. Although every organization adapts to its context's 

unique culture, caution should be applied as it has been broadly known to influence 

employees‘ job satisfaction. This study assessed the role of organizational culture on 

employees‘ job satisfaction. This chapter introduces the introduction with sub-titles, 

the study's background, the problem statement, the study's objectives, its 

significance, and hypotheses. The chapter has also indicated how the report is 

organized and its limitations and how they were addressed.  

1.2 Background  

According to Nelson and Quick (2011), organizational culture gained prominence in 

the organizational psychology field, and currently, it is considered an integral part of 

organizational triumph. Organizations exist in a specified cultural environment and 

not from a vacuum. Widely applied in anthropology and sociology, culture depicts 

existence and enhances a greater understanding of social order's nature. Culture 

constitutes several factors, including a societal culture that constitutes organizations 

(Ghinea, 2015). Through the technology market and competition, culture flourishes 

as employees continuously interact. Organizations establish and implement 

standards; they are soon adopted as organizational norms, guidelines, or prospects 

that prescribe appropriate organizational employee behavior. Guidelines further 

direct employee behavior by clearly establishing boundaries for employee 

interactions. 

Organizational culture constitutes customs, behaviors, beliefs, structure, and power 

that guide organizations' informed decision-making processes (Ertosun & Adiguzel, 

2018). Typically, organizational culture originates from a blend of the organizational 

history and stipulated organizational standards. Culture further guides business 

operations from decision making processes to their implementation. Culture equally 

provides guidelines and strategies that place organizations at a competitive edge 

Hofferberth and Urich, (2011). Organizational culture reflects the values, 
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atmosphere, Management style, work processes, and systems of an organization 

Schein, (2004).  

Organizational culture always guides employees' conduct and influences their 

beliefs, feelings, and reactions towards various organizational aspects (Tianya, 

2015). Organizational leaders are usually tasked with the duty to influence employee 

behavior towards achieving a common goal. Senior managers‘ actions and directives 

often echo organizational standards and ethics.  

According to Orpen (2015), workers' authority is an essential part of organizational 

culture and these include; intrinsic motivation, internal reasoning for decision-

making, shared responsibilities, and integration for problem-solving. Several years of 

employee retention enhances their acquisition of broader knowledge, a better sense 

of autonomy, and intrinsic motivation. Senior workers also tend to take an additional 

active role in intervening in fresher employees' actions and offering feedback 

regarding culture-consistent behaviors.  

The majority of managers wrongly trust that increased financial rewards significantly 

motivate employees and consequently enhance their productivity (Anderson, 2012).  

Contrary to their belief, however, employees often require organizations that 

acknowledge and appreciate their efforts more likely. According to Anderson (2012), 

salary increment reflects the imperative place of employees in a company. However, 

it doesn‘t impact performance and may only prove useful when implemented along 

with non-monetary rewards. Excess use of monetary rewards only augments a 

company's operational costs, which may prove unsustainable in the future.  

The majority of organizations are currently scrambling for highly competent 

candidates to meet required organizational objectives, attain competitive advantages, 

and achieve sustainable organizational performance (Akram, et al., 2018). 

Additionally, employees desire an organizational culture that is worker friendly and 

equally supports the realization of individual goals. Hence, an organization is an 

intentionally organized structure where significant interaction and employee 

performance are significantly determined by organizational culture Klein and 
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Kozlowski (2000). Generally, high performers are valued and promoted compared to 

their low-performing counterparts  Cross et al., (2000). 

1.3 Statement of the Research Problem 

The connection between organizational culture and employee job satisfaction is well 

documented. Magee (2003) found a correlation between organizational culture and 

various organizational practices and thus accrued that job satisfaction is strongly 

dependent on organizational culture, as supported by Hellriegel and Slocum (2007). 

They add that organizational culture cultivates a conducive environment that 

familiarises employees with their operational history and the current operational 

strategies. This specific detection guides employees towards greater awareness of 

organizational expectations and organizational codes of conduct and norms. 

According to Dyer et al. (1987), they strengthen the views that organizations with a 

strong culture significantly influence the business's success, meaning performance, 

due to its extensive influence throughout the organization.  Thus, the strength with 

which the cultural values are held among the employees is then occupied to be a 

predictor of the organization's future performance (Tedla, 2016). 

Several other studies have yielded empirical evidence linking organizational culture 

to employee job satisfaction. Jiang and Klein (2000), Zafar and Vikramjeet (2017), 

and Zamini et al. (2011) conclude that organizational culture is synonymous with job 

satisfaction, and thus it impacts the performance of the organization where 

combined. Furthermore, Robbins (2003) adds that satisfied employees are more 

efficient at the organizational level than their less satisfied counterparts. 

Managements‘ main concern is usually the financial indicators, leaving non-financial 

ones like the corporate culture, that drive employee behavior and tantamounts to 

performance unattended Cascio, (2015). Organizational culture's effect on workers' 

efficiency is yet to attract sufficient research attention Lok and Crawford, (2004). 

Even though the empirical investigation has been conducted, there has been little 

indication to ascertain organizational culture's effectiveness on employee job 

satisfaction performance McKinnon et al., (2003). According to Ojo (2008), despite 

the shortage of studies on organizational culture in the past few decades, the 
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empirical proofs emerging from various studies about the effect of organizational 

culture on employees‘ job satisfaction have produced mixed results, inconclusive and 

inconsistent. Hence, this study assessed the organizational culture and employee job 

satisfaction at PSSSF. 

1.4 Research Objectives 

1.4.1 General Objective 

This study's general objective is to assess organizational culture's influence on 

employees‘ job satisfaction at PSSSF in Tanzania. 

1.4.2  Specific Objectives 

i. To assess the influence of adaptability culture on the employees‘ job 

satisfaction at PSSSF in Tanzania. 

ii. To examine the influence of consistency culture on the employees‘ job 

satisfaction at PSSSF in Tanzania. 

iii. To evaluate the influence of communication culture on the employees‘ 

job satisfaction at PSSSF in Tanzania. 

1.5 Hypotheses of the Study 

Hypothesis 1 

H1: There is a significant relationship between consistency culture and employees‘ 

job satisfaction 

H0: There is no significant relationship between consistency culture and employees‘ 

job satisfaction 

Hypothesis 2 

H1: There is a significant relationship between adaptability culture and employees‘ 

job satisfaction 

H0: There is no significant relationship between adaptability culture and employees‘ 

job satisfaction. 
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Hypothesis 3 

H1: There is a significant relationship between communication culture and 

employees‘ job satisfaction 

H0: There is no significant relationship between communication culture and 

employees‘ job satisfaction 

1.6 Significance of the Study 

This study looks forward to adding new knowledge and insights into the impact of 

organizations‘ culture on employees` job satisfaction. The researcher and 

stakeholders may develop an interest on applying organizational culture to improve 

and increase employees‘ job satisfaction or any other cultural-related studies. The 

study can be used as a source of information for future researchers and adds to its 

empirical studies. 

The study is likewise expected to benefit the management of PSSSF or any other 

organization to improve organization cultural behavior to enhance job satisfaction to 

their employees. Also, they can develop policies similar to their organizational 

culture and thus enhance employees‘ job satisfaction. 

1.7 Scope of the Study 

Organizational culture is a complex idea to study, develop, and examine. In today‘s 

research field of organizational behavior and management, there is an extremely 

inadequate quantity of empirical research that exclusively determines the affiliation 

between organizational culture and employee efficiency, resulting from effective 

employee performance (Uddin, 2013). 

Therefore, this study assessed organizational culture, specifically organizational 

communication culture, consistency culture, and adaptability culture, on employees' 

job satisfaction. 

1.8 Organization of the Study 

This study has five detailed chapters: introduction of the study, a literature review 

that gives details of the background of the Study, followed by research methodology, 

analysis, presentation and discussion of findings, and finally, the conclusions and 

recommendations.  
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Chapter one includes the introduction of the Study by clarifying the background of 

the study in detail, explaining the research objectives, problem statement, research 

questions, how the Study is significant, the scope of the tudy, and the study 

organization. The chapter also highlights the limitations faced during the Study and 

how the limitations were addressed not to affect the findings. 

Chapter two explains the study's literature review and defines critical terms, 

theoretical review about the Study. The empirical review is also discussed in this 

chapter, reviewing different related studies that have been conducted in Tanzania and 

around the world. The chapter has also discussed the conceptual framework as it has 

been diagrammatically presented, explaining the relationship between independent 

and dependent variables. 

In chapter three, the study's methodology has been explained in detail, covering 

different areas that include data and data collection tools, the study population, how 

the data were presented and analyzed about the study objectives, and sample and 

sampling techniques be used. 

Chapter four presents and discusses the findings of the Study. The chapter offers the 

demographics of the respondents as well as the main findings of the Study. The 

discussion of findings was conducted by examining the findings and comparing them 

with other studies' findings as empirical reviews in chapter two. This was done to 

bring a clear understanding of the similarities and the differences of the observed 

findings. 

Chapter five has the conclusion and recommendations of the study. These two items 

have been discussed concerning the study objectives. Also, it has been outlined in 

this chapter areas that need further assessment by future studies.   

1.9 Limitations and Delimitations of the Study 

Some selected respondents failed to respond to the questionnaires because they were 

too busy with their daily work and personal responsibilities. However, the researcher 

worked on their replacement and looked for the best convenient time to achieve the 

respondents' desired number.  



7 

Insufficiency of crucial information from the company for reasons of confidentiality. 

However, different data collection methods such as surveys and documentaries 

review were involved in ensuring all-important information is gathered. 

Time and funds were also among the limitations that faced the researcher; two major 

tasks had to be done simultaneously, one research study and the second dealing with 

employment responsibilities.  Also, the salary was the primary source of funds for 

the researcher, which was also a limitation. However, the researcher looked for other 

sources of funds such as loans to make sure the study findings are not compromised. 

Regarding time, leave was processed to get enough time to accomplish the study. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Overview 

This chapter shows the literature reviewed concerning this Study. It shows the 

definition of critical terms used in this Study, the theories adopted, and the empirical 

review of related studies. It also explains the developed relationship between the 

variables of the Study through a conceptual framework. 

2.2 Definitions of Key Terms and Concepts 

2.2.1 Culture 

Culture has been termed as "the way of life for an entire society." And group culture 

is referred to as: "A pattern of shared basic assumptions that the group learned as it 

solved its problems of external adaptation and internal integration, that has worked 

well enough to be considered valid and therefore, to be taught to new members as the 

correct way to perceive, think, and feel to those problems" Schein, (2010). Also, 

Schein (2010) has defined culture as a pattern of fundamental beliefs, created, 

discovered, or developed by a given group, as they develop problem-solving skills, 

embrace external assumption and internal integration, that has proven effective 

enough to be valid, and thus transmitted to new associates as the appropriate way to 

understand, reason and perceive to specific problems. 

According to Thompson and Martin (2010), when a group of people live and work 

together for a specific period, shared beliefs on appropriate conduct develop. 

Established behavioral patterns stemming from particular beliefs and actions 

gradually become the norm. These beliefs and actions constitute the organization's 

culture. Organizational culture is further mirrored in the execution of tasks, stipulated 

objectives, and proportioning of resources to achieve the same. Moreover, Kotter 

(2012) defines culture as a set of shared behavior prevalent among group members as 

duly expected. Culture in this study refers to the socio-cultural environment in its 

entirety. Attitudes, beliefs, norms measure it, and values are prevailing among 

employees. 
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2.2.2 Organizational Culture 

Organizational culture is a structure of shared assumptions, values, and beliefs 

governing employee conduct in selected organizations. These shared values have a 

strong influence on individuals in organizations and dictate their actions and, 

consequently, performance. Organizational culture is regarded as unique to every 

organization and is widely known to possess key features referred to as 

organizational orientations. These comprise organizational orientation to risk, 

accuracy, achievement, fairness, collaboration, teamwork, competitiveness, and rules 

Stafford and Miles, (2013). Organizational culture encompasses the customs, 

behaviors and beliefs, structure, and power, which provide the guidelines for making 

the organization's right decisions. Naturally, organizational culture is built from the 

organization's historic traditions combined with the existing organizational values. 

Culture shows the direction in how business operations are carried out from the 

decision-making process to their implementation. It also maps the techniques through 

which an organization survives in the current competitive market conditions (Dave 

and Urich, 2011). Organization's culture refers to behavior patterns in areas of 

organization value, organization climate, leadership style, work processes, and 

operative systems (Schein, 2004).  

According to Azhar (2003), corporate culture is one of the phenomena which often 

differentiates good from bad organizations. Organizations with good corporate 

cultures seemingly have distinguishing cultures that are, in one way or the other, 

responsible for their ability to implement successful strategies. According to Azhar 

(2003), every organization possesses its culture that may influence the organizational 

employees and managers somehow. Organizational culture is considered one of the 

vital tools for enhancing organizational performance. The practice has become 

necessary in the last 25 years, affecting the organization's operations and employees‘ 

conduct. However, it does not guarantee organizational success, but organizations 

with strong cultures tend to perform better than those without strong cultures. Also, 

organizations that have a fragile culture may perform poorly, which affects them to 

perform strategically. According to (McCarthy, Minichiello & Curran, 2000), culture 

impacts the total ways that managers act within the organization and decisions made 

within an organization's relationships. 
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URT, (2018), took measures to reform its pension system. The significant changes 

occurred in the National policy with the introduction of the new law Public Service 

Social Security Act, 2018. The law pursues to merge all the five existed pension unds 

into just two major entities. Merging has formed the two organizations that are the 

NSSF and PSSSF, to deliver Social Security Services to the general public, private, 

and informal sector employees. 

The process involved merging previously existed fund(s) (PPF, PSPF, GEPF, LAPF) 

into one Fund (PSSSF); this was mainly to improve service performance in achieving 

the corporate targets and welfare of the beneficiaries. It is believed that merging has 

an impact on the performance of various organizations. Change in an organizational 

culture, which results from a combination of different cultures from the merging 

organization, affects employees' performance positively or negatively (Stafford and 

Miles, (2013). This study aims to assess the organizational culture and employees‘ 

job satisfaction of the Social Security Fund in Tanzania and employee job 

satisfaction in mixed culture organizations. 

2.2.3 Job Satisfaction 

Job satisfaction can be defined as employees' positive attitude towards their jobs, 

which is revealed based on their working situation (Robbins and Judge, 2008 in 

Umam, 2010). The pleasant and conducive working conditions can be formed should 

the job's types and characteristics match the employees‘ needs and values. Therefore, 

satisfied employees tend to adapt to their working conditions better than unsatisfied 

ones. Job satisfaction of employees is affected by intrinsic and extrinsic factors 

(Johan, 2002). The intrinsic factor is the ones that originated from each employee 

inside brought to their working environment. In contrast, extrinsic factors come from 

outside of each employee, such as working physical environment conditions, 

employee interaction among colleagues, compensation, and benefits scheme system 

(Davidescu, et al., 2020). Job satisfaction is a collective result of various kinds of 

employees‘ personality traits and attitudes (Church, 2011).  

In this case, the attitude here refers to employees‘ responses towards the job and 

related to the job's unique factors covering supervisory, compensation and benefit, 

promotion opportunities, working conditions, fairness in job performance evaluation, 
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social relationship, and immediate responses to complaints. Moreover, indicators 

used in this Study for job satisfaction variable refer to De Vries (1978) in Mas‘ud 

(2004), which conclude job satisfaction in 5 (five) indicators: (a) satisfaction with 

salary, (b) satisfaction with promotion, (c) satisfaction with colleagues, (d) 

satisfaction with supervisor, and (e) satisfaction with the job itself. 

Satisfaction and a positive attitude can be achieved by maintaining a positive 

organizational environment by providing good communication, autonomy, 

participation, and mutual trust, resulting in superior employee performance (Argyris, 

1964). The employees' satisfaction and attitudes are essential factors in determining 

their behaviors and responses at work, and through these behaviors and responses, 

organizational effectiveness can be achieved. Thus, employees' satisfaction and well-

being can result in organizational effectiveness through employees' silent 

productivity-related behaviors (McGregor, 1960). 

2.2.4 The Concept of Adaptability Culture 

At the organizational level, many current conceptualizations of adaptive cultures are 

inconsistent in their definitions, content, and clarity. For example, Kilmann (1985) 

offered a definition of adaptive culture as a culture that enables and supports risk-

taking and trust, has a shared sense of confidence in solving problems, and is open to 

innovation. However, this conceptualization fails to describe whether the 

organization is oriented toward implementing adaptations (i.e., take action), 

something Caldwell and O‘Reilly (2003) argue is an essential component of 

innovation and change.  

Another definition of adaptive organizational culture states that it is a culture that 

requires members to pursue and share information and support from diverse 

resources, expand job scope and outcome responsibility, and interact in a team-like 

and dynamic nature to accomplish the organization (Valle 1999). This 

conceptualization, however, lacks a description of the organization‘s values or 

attitudes. Chatman et al. (2014) and Cheung et al. (2012) note that to adapt to the 

marketplace and survive in the environment, organizations must emphasize values 

related to flexibility, innovation, and risk-taking. While these definitions suggest 

some adaptive cultural characteristics, none are comprehensive. Therefore, to 
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develop a full understanding of the construct domain, we undertook a systematic 

effort to identify and define adaptive cultural characteristics. First, we conducted an 

extensive literature review to ensure that the construct, as conceptualized herein, was 

consistent with previous literature and comprehensively covered the content domain. 

We reviewed the literature on organizational adaptability and related topics (e.g., 

flexibility, innovation, crisis management, organizational decline, and turnaround). 

We also examined research on open systems and resource dependence theories as 

well as the work of Denison and Mishra (1995), Kilmann (1985), Lewin (1946, 

1947), and Valle (1999). All of them have written about various aspects of culture. 

2.2.5 The Concept of Consistency Culture 

Consistency is the organization's core values and the internal systems that support 

problem-solving, efficiency, and effectiveness at every level and across 

organizational boundaries.  Organizations also tend to be effective because they have 

―strong‖ cultures that are highly consistent, well-coordinated, and well-integrated 

(Saffold, 1988). The fundamental concept is that implicit control systems, based 

upon internalized values, are a more effective means of achieving coordination than 

external control systems, which rely on explicit rules and regulations (Weick, 1987). 

Behaviour is rooted in a set of core values, and leaders and followers are skilled at 

reaching an agreement even when there are diverse points of view (Block, 1991). 

This type of consistency is a powerful source of stability and internal integration that 

results from a common mindset and a high degree of conformity (Senge, 1990).  

When an agreement is lower than core values and coordination, this tends to indicate 

that the organization may have good intentions but may become unglued when 

conflict or differing opinions arise.  During discussions, different people might be 

seen talking at once or ignoring others' input, and withdrawal behaviors might be 

observed. The result is that nothing tends to get resolved, and the same issues tend to 

arise time and time again. 

2.2.6 The Concept of Communication Culture 

Communication is from a Latin word-communis, which means joint or shared 

understanding. Therefore, communication is an intended effect to establish 

commonness between a source and receiver (Schramn, 1965). Whatever is being 

shared could be associated with knowledge, experience, thought, ideas, suggestions, 
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opinions, feelings, etc.  Ugbojah (2001) defines communication as ―the process that 

involves all acts of transmitting messages to channels that link people to the 

languages and symbolic meanings used to transmit such messages. It is also how 

such messages are received and stored. It includes the rules, customs, and 

conventions which define and regulate human relationship and events‖. 

Communication refers to the exchange of information between a sender (source) and 

a receiver (destination) so that it is received, understood, and leads to action 

(Obamiro, 2008). 

Scholars and academics have widely accepted communication as an organization's 

life hood because communication is needed to exchange information, exchange 

opinions, make plans and proposals, reach an agreement, execute decisions, send and 

fulfill orders, and conduct sales (Mangal & Mangal, 2009). According to Stephen 

(2011), communication is a critical factor in directing and mobilizing the workforce 

towards accomplishing organizational goals or objectives. By creating 

understanding, enhances co-operation, and promotes effective performance. 

According to Williams (2007), smart managers understand that the end effective, 

straight forward communication between managers and employees is essential for 

success 

According to (Mckinney, Barker, Smith & Davis, 2004), communication is essential 

to effective team performance, and communications for any organization are like 

blood flow in the human body. Therefore, any organization that understands the 

importance of communication uses it in their organizational environment. Since it 

ensures coordination of production factors and, most importantly, the organization's 

material and human elements as an efficient network of change and advancement. 

Communication promotes organizational values, guides employees in structural 

change processes, and propagates information about intangibles, constructs, and 

protégés (Hoyos, 2015). 

2.3 Theoretical Review 

2.3.1 The Consistency Theory 

According to the Consistency theory, organizational effectiveness stems from solid, 

steady cultural practices that are well implemented Saffold III, (1988). Employee 



14 

behavior reflects organizational core values. Both leaders and followers aim at 

achieving common organizational goals irrespective of differences in their views 

Block, (1991). such consistency is a robust basis of stability and core integration 

emerging from a common mindset and a high degree of conformity that unites 

employees towards achieving organizational objectives Senge, (1990). 

This theory was adopted to specific objective two to assess consistent cultural 

practices' influence on employees‘ job satisfaction. The study seeks to determine 

whether consistency in employees' various actions, responsibilities, and duties 

influence employees‘ job satisfaction. 

2.3.2 Involvement Theory 

This theory assumes that involvement translates a sense of responsibility and 

ownership and organizational performance and loyalty Baker, (2004). For 

organizations to flourish, they should be driven by employee capacity building and 

teamwork Becker, (1964). The theory postulates that both leaders and subordinates 

have a sense of commitment and organizational ownership. Employees at various 

levels of the organizational structure desire to contribute to the decision-making 

processes that directly impact their work as they aim towards achieving 

organizational goals Spreitzer, (1996). 

The theory-guided the achievement of the first specific objective to evaluate the 

influence of communication on employees‘ job satisfaction. Communication 

involves inviting every individual on board and influencing employees to feel a sense 

of ownership and responsibility. The proposed study seeks to assess the influence of 

communication on employees‘ job satisfaction. 

2.3.3 Adaptability Theory 

According to Kanter (1993), norms and beliefs are vital in developing the 

organization's capability to grow concerning providing effective means to reach the 

customers they save. Generally, the organizations are said to change regularly by 

improving their systems and delivering value for their customers Stalk, (1988).  

Subject to the first specific objective, this theory was adopted to sense that PSSSF 

has gone through many structural changes and, therefore, the extent to which the 
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policy changes have been adopted and its influence on employees` job satisfaction 

assessed. 

2.4 Empirical Review 

2.4.1 The Influence of Adaptability Culture on Employees’ Job Satisfaction 

Costanza, Blacksmith, Coats, Severt, and DeCostanza (2015) assessed the impact of 

adaptability culture on an organization's survival. The Study was geared towards 

identifying, defining, and developing a measure of adaptive organizational culture 

and demonstrating the impact of adaptive culture on an organization's survival. In the 

study's methodology, an adaptive culture rating scale was formulated based on a 

literature review. The findings of this study revealed that adaptive culture has an 

impact on performance-related attributes. The study findings further revealed that 

organizations with adaptive cultures have a better chance of survival than those who 

do not emphasize adaptive culture. 

Nesbit and Lam (2014) studied how adaptability culture influences organizational 

change towards its performance. A case study research design was adopted where 

social service organizations in Hong Kong were used. The main emphasis of this 

study was to establish the relationship between adaptability culture and 

organizational change. Various data collection methods were involved; surveys, 

interviews, and focus group discussions were employed to collect qualitative and 

quantitative data. From the quantitative and qualitative analysis of the adaptability of 

the organization‘s culture before and after the program's change, the Study 

discovered the impact of culture on the change process and the effect of the change 

on culture. Even though survey results did not disclose significant cultural change, 

interviews and focus group analysis came up with substantial developments in 

learning processes at the team level and the increased adoption of participatory 

leadership behavior. However, the magnitude of change, especially on the 

organizational level of learning, was minimal. Implications for research and practice 

in organizational change and its relationship with adaptive culture are discussed.   

2.4.2 The Influence of Consistency Culture on Employees’ Job Satisfaction 

Zhang, Li, and Wei (2008) examined the relationship between organizational culture 

and performance-related variables. The focus of the study was to find out the 
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influence of consistency and balance cultures on performance. The study 

methodology was built on the hypotheses developed from the literature. 

Additionally, a sample size of 270 companies in China was used. Firstly, findings 

revealed that the consistency between organizational culture and the external 

environment was positively associated with organizational performance. Secondly, 

the balance of organizational culture was found to correlate with organizational 

performance positively. Therefore, the two cultures (consistency and balance) were 

positively related to performance, and therefore organizational culture positively 

relates to employees‘ job satisfaction. 

2.4.3 The Influence of Communication Culture on Employees’ Job Satisfaction 

Ebrahimi, Chamanzamin, and Sourati (2014) investigated the effect of organizational 

communications on the performance of government agencies of Astara. Their Study 

concentrated on finding out the factors affecting organizational communication. 

Additionally, the study focused on assessing the factors affecting organizational 

communication's role in organizational managers' performance. The study adopted a 

case study design where a total of 48 sampled government agencies were used. The 

Study also adopted a Vanra and Botherox (2006) communication model where four 

main premise components of appropriate information, correct information, timely 

information, and quick information were measured. Findings of the Study revealed 

that the most significant impact on the performance of the managers in government 

agencies in Astara is appropriate information that this factor strongly follows the 

latent variable of relationship with appropriate individuals, and other factors 

respectively fall into later stages. 

Shonubi and Kintaro (2016) assessed the impact of effective organizational 

communication on organizational performance. The study was stemmed from a 

critical literature review where various empirical studies were reviewed to establish 

the relationship between communication culture and organizational performance. 

This study's findings were firmly in support of the positive relationship between 

organizational communication and performance. The study further recommended 

that communication should rely on more ideas; also, it is essential to understand the 

physical surrounding and human environment during communication. The bottom-up 

and down up consultation should be well considered during communication. The 
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tone and contents of the message should well-considered when communicating. All 

involved in communication should listen very well, and useful feedback mechanisms 

should be well put into ensuring the smooth flow of information. 

Stanikzai (2017) conducted a study on the relationship between effective 

communication and Organizational Performance in the Afghan Relief Committee, 

Kabul. The study was built on the premise that organization communication is a 

means of strengthening employees' performance and organizations' performance. The 

Study employed primary data, which was collected through the survey method. The 

documentary review was also involved in collecting secondary data from the 

literature. A simple random sampling approach was used in sampling 35 employees 

of the Afghan Relief Committee out of a total of 150 employees as a target 

population. The findings of the study established a direct link between effective 

communication and organization performance. The study also found out that the 

most effective communication methods preferred by employees and concrete 

recommendations for effective communication in the organization. 

2.5 Conceptual Framework 

According to Moskal and Leydens (2000), a conceptual framework is defined as a 

graphical expression of the main study components to include; key factors, 

constructs, or variables and the presumed relationships among them. The conceptual 

framework of the proposed Study portrays the relationship between independent 

variables (adaptability culture, consistency culture, and communication culture) and 

the dependent variable (employees‘ job satisfaction). Figure 2.1 below is an 

illustration of the relationship; 
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Figure 2. 1: The Conceptual Framework 

Independent Variables                 Dependent Variable 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Literature and Theoretical Review 

Adaptability Culture 

 Innovatiion 

 Restuctiuring 

 Incentives 

 Policies 

 

 

 

Consistency Culture 

 Core values 

 Mission and Vission 

 Organizational Objectives 

 

 

 

 

Employees‘ Job 

Satisfaction 

• Retention 

• Absenteeism 

Communication Culture 

 Teamwork 

 Delegation 

 Partcipatory 

 Ownership 

 

 

 



19 

CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter explains the methodology that was adopted in conducting this study. It 

presents the research design, research approach, area of the Study, population and 

sampling, sampling techniques, types of data, and their collection techniques and 

data analysis plan. 

3.2 Research Design 

According to Kothari (2007), the research design is a plan through which research 

was conducted; it involves the ways through which the Study was planned and 

conducted. Research design further entails methodologies applied in data collection 

and data analysis. Therefore, a research design is a plan for selecting subjects, 

research sites, and data collection procedures. This study adopted a case study design 

to accomplish its objectives. In this case, PSSSF was used as a case study. The 

rationale for using a case study design is that the Study examined specific cultural 

practices in the case study and established their relationship to employees‘ job 

satisfaction. 

3.3 Research Approach 

This study used a quantitative approach only. As in this study, the researcher's main 

objective was to assess organizational culture's role in employees` job satisfaction. 

The quantitative approach quantifies variables in terms of numbers using statistical 

procedures to process them. According to Creswell (2012), quantitative approval is 

used when a researcher has relationships between independent and dependent 

variables. This study had organizational culture variables as independent variables 

and employees‘ job satisfaction as the dependent variable. 

3.4 Area of the Study 

This study was conducted at the Public Service Social Security Fund (PSSSF) head 

office located in the Dodoma region. The organization was chosen since it fits the 

study objectives; therefore, useful information was gathered to the conclusion of the 

Study. Secondly, the Public Service Social Security Fund (PSSSF), due to its 

merging experience from previous Social Security Fund(s), has since affected its 
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culture formation and functioning; thus, practical evidence was gathered that fits the 

study objectives well. 

3.5 The population of the Study 

According to Ndunguru (2007), a population in research studies refers to all elements 

(people) possessing common characteristics, companies, production, and so on, 

interested in researching the research problem. The population of this study was 

employees of PSSSF. According to the Human Resources Department (2019), 

PSSSF had 283 employees located at the head office; Therefore, the study had 283 

employees as the population. The same population served as the unit of analysis for 

the Study. Leedy (2001) defines the unit of inquiry/analysis as individuals about 

which information is required in the research project. 

Table  3. 1: Population Distribution for PSSSF 

Department Count Percentage 

Director General Office 10 4.0 

Actuarial & Risk Management 6 2.0 

Finance  38 13.0 

Human Resources & Administration 35 12.0 

Information Technology  27 10.0 

Internal Audit  15 4.0 

Legal Service 12 5.0 

Operations  91 32.0 

Planning, Investments & Projects 30 11.0 

Procurement & Supplies 13 5.0 

Public Relations 6 2.0 

Total 283 100 

Source: Human Resource Office PSSSF (2019)  

3.6 Sample Size and Sampling Technique 

3.6.1 Sample Size 

The sample size is the number of individuals required in a sample. Sample refers to 

the exact number of items drawn from the populations representing the same Adam 



21 

and Kamuzora (2008). The representative size for this proposed Study was 166 

workers from PSSSF.  

According to the population above this study involved a total of 166 employees from 

PSSSF as follows; 

n = N/ (1+Ne2) of which: 

 N stands for Population Size = 283 

 n stands for Sample Size 

 e stands for Error term = 5% (0.05) 

By substituting data into the formula, it becomes  

  n = 283/ (1+283 x 0.052) 

     = 283/1.7075 

     = 165.73 

Therefore, study involved a number of representatives of 166. The confidence is 95% 

with error of + 5%. 

The sample size was distributed for each department as shown in table 3.5 below; 

95% with error of + 5%. 
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Table  3. 2: Sample Size 

Department Count Percentage 

Director Generals Office 06 4.0 

Actuarial & Risk Management 04 2.0 

Finance  22 13.0 

Human Resources & Administration 20 12.0 

Information Technology  16 10.0 

Internal Audit  08 5.0 

Legal Service 07 4.0 

Operations  53 32.0 

Planning, Investments & Projects 18 11.0 

Procurement & Supplies 08 5.0 

Public Relations 04 2.0 

Total 166 100 

 

3.6.2 Sampling Technique 

Sampling means drawing only part of the population, studying it, and then making 

inferences about the population (Kumar, 2005). The Study adopted a convenience 

sampling technique; this method involves selecting the sample elements by 

considering the easy accessibility of the said elements. The rationale for adopting this 

sampling technique was due to the fact that employees in the study area had different 

responsibilities and were busy fulfilling their responsibilities; this factor made others 

not to be available for the study (some were busy and others had traveled for work-

related reasons). Therefore, the method was adopted since it selects only those who 

were available for the Study. This technique was employed to select 166 employees 

of PSSSF as respondents for this study. This group of respondents provided 

quantitative information for the Study. 

3.7 Data Types and Collection Methods 

3.7.1 Types of Data 

This Study involved both primary and secondary data. The primary data was 

collected from the respondents, while the secondary data was collected from 

secondary sources such as the internets and library through literature review. 



23 

According to Kothari (2004), primary data are gathered for the first time from the 

field of the Study; these data have not been processed or manipulated, and therefore 

they are fresh from the field.  This Study needed qualitative and quantitative data to 

fulfill its objectives. In conducting this study, primary quantitative data were 

gathered through a structured questionnaire from the respondents. 

Secondary data are the data which were previously collected and processed or 

manipulated in the form of reports, statistics and another kind of processed 

information; they are generally obtained from the reported findings, and therefore 

they are not fresh from the field (Kamuzora & Adam, 2008). The documentary 

review technique was employed in gathering secondary data from various sources. 

3.7.2 Data Collection Techniques 

The questionnaire tool was used to collect primary data, and documentary review 

was utilized to collect secondary data.  

3.7.2.1 Questionnaire 

According to Kothari (2003), a questionnaire is a survey tool used to collect data 

from a sample; it involves a prepared list of questions reflecting the study's 

information to fulfill research objectives. The survey method through the 

questionnaire is a method used in collecting primary quantitative data. A total of 166 

questionnaires were distributed to 166 employees with a list of statements for the 

respondents to show their agreement level. The researcher administered the filling of 

questionnaires and collected them after they have been adequately filled for data 

presentation and analysis procedures. This ensured that all the required quantitative 

information is obtained from the respondents. 

3.7.2.2 Documentary Review 

The documentary review referred to reviewing various processed information and 

data from various documents such as reports, articles, and published studies. Easily 

accessible reports were reviewed. Other materials were also sourced from different 

sources such as the internet, journals, and articles related to local content policy and 

the mining industry's sustainability. 
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3.8 Variable Measurements 

Table  3. 3: Operationalization of Study Variables 

S/No. Main Variable Indicators Definition Measurement Reference: 

1 Adaptability Culture Innovative management The degree to which Ability to 

upkeep with innovation, 

through the use of technological 

tools 

1-5 point 

Likert Scale 

(Hogan & Coote, 2014) 

    Restructuring  The extent to which the 

structure is re-design to enhance 

efficiency and productivity 

1-5 point 

Likert Scale 

(Hallett et al., 1988; 

Kanter, 1993; Stalk, 

1988) 

    Roles and Incentives The extent to which an 

organization values rewards and 

recognizes employees‘ 

achievements. 

1-5 point 

Likert Scale 

(Howell & Boies, 2004) 

    Social Security policy The degree to which the Fund 

operated with the formulated 

social security policy 

1-5 point 

Likert Scale 

(Hallett et al., 1988; 

Kanter, 1993; Stalk, 

1988) 

2 Consistency Culture Employee core values Ability to portray good 

interpersonal and intrapersonal 

communication on fulfilling the 

daily obligations 

1-5 point 

Likert Scale 

(Block, 1991; Saffold 

III, 1988; Senge, 1990) 
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    Conformity to 

organizational mission and 

vision  

Ability to stay within the 

designed policies, customs, 

rules, and procedures within the 

working environment 

1-5 point 

Likert Scale 

(Block, 1991; Saffold 

III, 1988; Senge, 1990) 

    Organizational objectives Ability to focus on ways 

organizations can surpass the 

targets.   

1-5 point 

Likert Scale 

(Block, 1991; Saffold 

III, 1988; Senge, 1990) 

    Organizational strategies The degree to which long term 

plans align to the organization 

mission and vision 

1-5 point 

Likert Scale 

(Block, 1991; Saffold 

III, 1988; Senge, 1990) 

3 Communication 

Culture 

Participatory decision 

making 

The degree to which an 

organization values its 

employees' initiative, autonomy, 

and  responsibility for their 

work  

1-5 point 

Likert Scale 

(Baker, 2004; Becker, 

1964; Spreitzer, 1996) 

    Sense of ownership and 

responsibility 

Ability to show interpersonal 

and intrapersonal 

communication on 

accomplishing obligations 

1-5 point 

Likert Scale 

(Baker, 2004; Becker, 

1964; Spreitzer, 1996) 

   Teamwork The degree to which an 

organization values teamwork 

and coordination  

1-5 point 

Likert Scale 

(Baker, 2004; Becker, 

1964; Spreitzer, 1996) 
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    Delegation of 

responsibilities 

The extent to which delegations 

of responsibilities to someone 

else to allow the development 

of skills   

1-5 point 

Likert Scale 

(Baker, 2004; Becker, 

1964; Spreitzer, 1996) 

5 Employees‘ Job 

Satisfaction 

Retention The willingness of remaining at 

the current workplace 

Binary 

responses 

Kisumbe (2019) 

Absentesem The willingness of  Binary 

responses 

Kisumbe (2019) 

Birioukov (2015) and  

Mgonja (2017) 

Source: Literature Review 
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3.9 Data Management and Analysis 

Data were mainly coded, questionnaires were accurately checked before further 

analysis. The collected data were analyzed through descriptive statistics, which 

included frequency tables with percentages and central tendency measures. Also, 

binary logistics regression models were conducted for each specific objectives as the 

dependent variable employees‘ job satisfaction (retention and absenteeism) was 

binary captured. Binary logistics regression model is used when the dependent 

variable has two outcomes (binary responses) (Ismail, 2020; Mwaiseje & 

Changalima, 2020). Through the Statistical Package for Social Sciences (SPSS), the 

binary logistics regression model was conducted effectively to establish the 

relationship between independent and dependent variables. 

3.10 Reliability and Data Validity 

3.10.1 Reliability 

This study employed a Cronbach alpha to assess the reliability of data; this technique 

is useful to assess the internal consistency of items used to measure a construct. The 

accepted values of 0.7 and above were considered appropriate and reasonable, and all 

the variables were having values greater than 0.7, indicating that they are reliable 

(Kothari, 2009). 

3.10.2 Validity 

Validity clarifies the extent to which the collected data covers the area of the 

investigation of the Study; by assessing what has been intended by a researcher 

Kothari (Kothari, 2009). The study adhered to scientific approaches to ensure its 

validity. A pilot study was conducted on 15 selected respondents and statisticians to 

evaluate the validity of responses obtained from the questionnaire. 

3.11 Ethical Consideration  

During data collection, the researcher ensured that respondents' details in the data 

collection tool were maintained with a high anonymity level. Moreover, the study 

ensured that informed consent and a detailed clarification of the study objectives are 

provided to the participants before their involvement. Data from this study were used 

for academic purposes only. The researcher practiced a high degree of freedom to 

respondents by observing voluntary participation. However, the study ensured that 
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no harm is caused to participants (either physical or psychological) that would 

happen to them by taking part.      
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CHAPTER FOUR 

FINDINGS AND DISCUSSION 

4.1 Overview 

Chapter four presents research results and its discussion regarding assessing the 

organizational culture and employees‘ job satisfaction. This chapter presents 

analyses and discusses the research results. The results were are relying on data 

collected from PSSSF officials. The collected data were based mainly on the 

following research objectives enlisted here below: 

i. To assess the Influence of Adaptability Culture on the employee's Job 

Satisfaction of public service social security fund(s) 

ii. To examine the Influence of Consistency Culture on the employee's Job 

Satisfaction of public service social security fund(s) 

iii. To evaluate the Influence of Communication Culture on the employee's Job 

Satisfaction of public service social security fund(s) 

Findings were presented systematically in tables in accordance with the research 

hypothesis. The research hypothesis focused on the influence of adaptability culture, 

consistency culture, and communication culture on the job satisfaction of PSSSF 

employees. Moreover, this chapter draws a relevant discussion about each of the 

specific objectives to unfold the research problem based on the results. It discusses 

the influence of adaptability culture on job satisfaction for employees of PSSSF, the 

influence of consistency culture on job satisfaction for employees of PSSSF, and the 

influence of communication culture on job satisfaction for employees of PSSSF. In 

general, the discussions in this chapter are centered on answering the following 

specific hypotheses/ research questions; 

Hypothesis 1 

Ha: There is no significant relationship between adaptability culture and 

employees‘ job satisfaction. 

H0: There is a significant relationship between adaptability culture and 

employees‘ job satisfaction. 
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Hypothesis 2 

Ha: There is no significant relationship between consistency culture and 

employees‘ job satisfaction. 

H0: There is a significant relationship between consistency culture and 

employees‘ job satisfaction. 

Hypothesis 3 

Ha: There is no significant relationship between communication culture and 

employees‘ job satisfaction. 

H0: There is a significant relationship between communication culture and 

employees‘ job satisfaction. 

The discussion mainly focuses on the distribution and significance levels of interest 

variables in this study. For the sake of having a concise but enriched discussion in 

this chapter, an assortment of theoretical foundations and literature which were 

referred to in the chapter had been used as verifications from earlier researches to 

sustain the validity of the findings of this study. The chapter is divided into six 

sections. The first section is about the chapter‘s overview and the second section is 

all about the respondents' response rate. The third section gives the 

demographic/socio-economic characteristics of respondents. In section four, the 

influence of adaptability culture on job satisfaction for employees of PSSSF was 

assessed. Section five explains the influence of consistency culture on job 

satisfaction for employees of PSSSF. And section six presents the assessment of the 

and influence of communication culture on job satisfaction for employees of PSSSF 

4.2 Response Return Rate 

Each questionnaire was inspected to detect errors and cleaning before being coded 

and entered into the SPSS software for analysis. A total of 166 sets of questionnaires 

were administered to PSSSF employees. About 154 questionnaires were filled 

correctly, returned, and used for data analysis in this study, as Onwuegbuzie and 

Leech (2007) and Creswell (2014) postulated that questionnaires should provide 

proper quality of research information. This number of questionnaires represented a 

very high successful response rate of 92.8%, as shown in Table 4.1.  
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According to Kothari (2014), a response rate of above 50% is adequate for a 

descriptive study. Babbie (2004) also asserted that above 50% return rates are 

acceptable to analyze and publish, 60% is good, and 70% is very good. Based on 

these assertions from renowned scholars, 74.2 % response rate falls in the very good 

category. Thus the response rate of this study was very good. This implies that the 

number of returned questionnaires was able to inform the Study concerning variables 

of interest. 

Table 4. 1: Response Rate of Return of Questionnaires 

Response rate  Frequency  Percent  

Returned questionnaires 154 92.8 % 

Unreturned questionnaires  12 7.2% 

Total 166 100% 

Source: Researcher‘s Compilation, 2020 

4.3 Respondents Profile Analysis 

The PSSSF‘s employees‘ sex, age, and education level were important in 

understanding their behavior toward their jobs and exploring their diversity based on 

their different behaviors. As a result, knowing respondents' characteristics were 

essential for understanding their varied characteristics and influencing variables of 

interest. According to Saunders et al. (2016), these data explain how opinions and 

behaviors differ and check how the data represent the total population. Therefore, 

this study, among others, dealt with PSSSF employees‘ sex, age, and education level. 

The PSSSF employees were asked to provide information on how adaptability 

culture, consistency culture, and communication culture influenced the job 

satisfaction (employees‘ job satisfaction) of PSSSF employees. The section was 

significant as it cast light on the subsequent analysis and discussion as the Study 

progresses. The researcher used descriptive statistics to present respondents‘ 

characteristics/profile. The results are explained in Table; 4.2, 4.3, and 4.4. 

4.3.1 Sex of respondents 

Public jobs in various professions are highly gendered and have an important place in 

gender and development (Asimaki & Vergidis, 2013). Thus, one of the essential 

subjects in contemporary debates remains why the decision to employ public 
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servants remains so gendered in many professions. The main reason why gender was 

recorded was to avoid gender biases. Therefore, this Study needed to consider 

employees' sex during data collection to have different insights from both male and 

female. According to Tabatabaei et al. (2013), there were significant differences 

between men and women (p = 0.005). Similarly, Marasinghe and Wijayaratne (2018) 

found a significant difference in job satisfaction between male and female university 

library professionals.  

Therefore, from a gender point of view, the frequency was used to explore 

respondents' distribution of sex. The result in Table 4.2 shows the distribution of 

respondents' sex, which indicated that 97 (63.0%) of the total respondents were 

female, whereas 57 (37.0%) of the total respondents were male. Thus, females were 

more than males. The results also suggest that most PSSSF employees were female 

at that particular time. However, there were also many male employees, so the study 

was all-inclusive, and there was no trace of sex biases in the Study. 

Table 4. 2: The Sex of the Respondents 

Sex   Frequency Percent Valid Percent 

Female 97 63.0 63.0 

Male 57 37.0 37.0 

Total 154 100.0 100.0 

Source: Field Data, 2020 

Traditionally, women have been regarded as inferior human beings, whose roles 

being homemaking (ILO, 2015). For instance, in Nigeria, society exhibits support for 

male dominance over the female, no wonder why there is an educational gap 

between males and females favoring males because of discrimination (Nzewuwa, 

2010). This is because women's roles are more focusing on homemakers who are 

considered not appreciated. Also, a community may establish the leadership level 

needed to handle family matters (Ceil & Sykes, 2012). Similar results were found by 

Tao (2017) and Okkolin et al. (2010). 



33 

4.3.2 Age of respondents 

The age structure is a vital demographic feature of a population that provides the 

labor force level in a country‘s economy and serves as a determinant for measuring a 

country's economic performance. Not only that but also it gives an indication of the 

level of awareness and responsibility within the populace. According to Pagan 

(2011), older people have a maturity level because age becomes more important to 

examine different organizational culture responses toward improving job satisfaction. 

The ages of the respondents interviewed reflect a high rate of the population who are 

economically active. In this study, the respondents' age reflected the PSSSF 

employees' ability to adopt organizational culture for the improvement of their jobs. 

Therefore, the main reason for recording the age groups was to see if the age was not 

biased in drawing the population sample. This is because people of different ages 

have a different perception of perceiving things 

The results in Table 4.3 indicate that majority, 72 (46.8%) of the respondents had the 

aged between 41-50 years, followed by those who were above 50 years. These 

findings imply that most of the respondents were middle-aged people capable of 

adapting to organizational cultural changes. That is the dynamic, enterprising, risk-

taking, and working-class age, with which the employee has the potential to support 

themselves, the company, and the economy at large. Also, older employees (51 years 

and above) were more than young employees between 20 and 30. The results imply 

that most employees at PSSSF were middle-aged and still economically active to 

perform their duties effectively. Based on these observations, it is clear that the 

respondents were adult enough to understand the study questions and provide 

meaningful and relevant data, which ultimately led to valid information 

Table 4. 3: The Age of the Respondents 

Age group  Frequency  Percent Valid Percent 

20-30 18 11.7 11.7 

31-40 24 15.6 15.6 

41-50 72 46.8 46.8 

51 and above 40 26.0 26.0 

Total 154 100.0 100.0 

Source: Field Data, 2020 
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The findings of this study corroborate with Saner and Eyüpoğlu (2012). They found 

that level of overall job satisfaction experienced by the academics in North Cyprus 

all age groups were satisfied with their jobs. The level of overall job satisfaction 

increases until the 51-60 age group and then starts to decrease, though only very 

slightly at the 61 and above age group. Job satisfaction is an open, pleasant, and 

positive status resulting from an individual's job assessment or job experience 

(Saatchi, 2008). Pagan (2011), in the survey of job satisfaction differences based on 

age, declared that workers who were aged had less job satisfaction in comparison 

with young workers. In general, the age of workers is very crucial while studying 

them. 

4.3.3 Education level of respondents 

According to Adu-Gyamfi and Ampofo (2014), Kanoni (2015), and Bwamwojo 

(2013), education is one of the most important features that might affect the person‘s 

mindset and the way of looking and understanding any socio-economic phenomena. 

In a way, an individual's response is likely to be determined by his educational status, 

and therefore it becomes imperative to know the respondents' educational 

background. The levels of education were considered because it is a crucial part of 

showing respondents' capacity to understand the purpose of the study and provide 

relevant answers to the study questions.  

Table 4.4 shows the distribution of the level of education of PSSSF employees. The 

results depicted the majority of 95 (61.7%) of surveyed PSSF employees possessed a 

university education. Meanwhile, those with technical education were 59 (38.3%). In 

light of these findings, the data given by PSSSF employees were considered reliable 

because PSSSF employees with a university degree level of education were regarded 

as knowledgeable enough to understand the organizational culture and change 

process properly. The results implied most respondents' level of education had 

sufficient qualifications to enable them to understand and provide reasonable 

responses to the study objectives. 
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Table 4. 4: Education Level of Respondents 

Education level  Frequency  Percent Valid Percent 

Technical Education 59 38.3 38.3 

University Education 95 61.7 61.7 

Total 154 100.0 100.0 

Source: Field Data, 2020 

The results are in line with Mararo (2018) and Mofuga (2020), who found that most 

public servants in public institutions possess a bachelor or university degree 

education. On the contrary, Gürbüz (2007) found that the majority, 272 (65.0%), 

possess technical education among Turkey's workers. Also, Kiplagat (2015) found 

the negative results that most of the respondents surveyed 96 (49.7 %) had attained 

college/technical level of education. Moreover, Gürbüz found a positive relationship 

between job satisfaction and education level. According to Verhofstadt & Omey 

(2003), the evidence regarding the relationship between education and satisfaction is 

mixed. 

4.4 The Influence of Adaptability Culture on Employees Job Satisfaction 

This section focuses on interpreting and discussing the findings of the study 

culminated from the first specific objective; to assess the influence of adaptability 

culture on the job satisfaction of public service social security fund employees. The 

objective was mainly to examine the effect of 12 adaptability culture items on job 

satisfaction and then the effect of the adaptability variable created by combining the 

12 items. In addressing this objective, the Study posed a fundamental hypothesis, 

which ascertained the adaptability behaviors applied to employees‘ job satisfaction. 

The interpretations and discussions were based on the analysis of empirical data 

collected through questionnaires, in-depth interviews, focused group discussions, and 

analysis of documents or secondary data. The study hypothesized that; 

H0: There is a significant relationship between adaptability culture and 

employees job satisfaction of public services social security fund 

Ha: There is no significant relationship between adaptability culture and 

employees job satisfaction of public services social security fund 
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Grounding on adaptability theory, individual behaviors in the context of 

organizational change is crucial. The adaptability theory established that norms and 

beliefs that improve an organization`s ability to obtain, interpret, and translate 

indications from the environment into internal organizational and behavioral changes 

promote its survival and development. In a nutshell, organizations that are well 

integrated are often the most challenging ones to change due to the deep levels of 

adaptability achieved over time. However, changes are inevitable in the organization. 

Even if the firm is rigid to change internally, it can be forced to change by external 

forces due to technology or consumer taste changes.  

But since the change could be seen as challenging the organization‘s deep and long-

standing beliefs and values, the potential inflexibility of an organization‘s culture has 

led to the development of adaptive culture. It is described collectively the range of 

cultural attributes that enable organizations to become more adaptive to 

environmental changes by helping ―organizations anticipate and adapt to the 

environmental change.‖ In recent years, organizations' need to learn about and 

respond flexibly to various demands from dynamic competitive environments is 

mandatory (Wei & Lau, 2010). 

The adaptability theory ascertains that inflexibility and inability to learn and adapt to 

the environment are among the most critical factors that hinder organizational 

success (Zheng, Yang, & McLean, 2010). The theory suggests that the importance of 

cultural adaptability is to enable the organization to maintain its activities in relation 

to its changing environment to survive and grow. Argote & Miron-Spektor (2011), 

Easterby-Smith & Lyles (2011), and Wei & Lau (2010) posited that competitive 

sustainability is an essential feature of organizations' adaptability in contemporary 

environments.  

In addressing this specific objective, the study applied quantitative and qualitative 

approaches to examine the existing adaptability behavior applied by PSSSF 

employees. The analysis used primary and secondary information to examine those 

behaviors. The findings from questionnaires, in-depth interviews, and documentary 

analysis present justification for existing behaviors. The theoretical foundation of 
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adaptability theory and the conceptual framework informed the analysis and 

interpretation of the results. 

The questionnaire survey findings were complemented by in-depth interviews with 

district and region officials of the revenue collection departments. The study‘s results 

were summarised as mean, range, and standard deviation of all items of 

organizational behaviors. Also, kurtosis and skewness were calculated to estimate 

normality in the data distribution. After that, inferential statistics were presented, 

followed by the discussions in a qualitative way to enrich the findings and draw more 

precise conclusions. The results presentation and discussion were categorized based 

on the variables of the study. 

4.4.1 Reliability  

According to Tavakol and Dennick (2011), prior to data collection, the designed 

instruments should be pre-tested and pilot-tested to warrant the data's quality to be 

collected and, consequently, to ensure the actual results. Generally, many interests 

in social sciences and other fields, such as perceptions or satisfaction, are 

impossible to measure explicitly. However, when items are used to form a scale, 

they need to have internal consistency. In this study, the pilot study's reliability 

was tested for internal consistency using Cronbach‘s alpha coefficients. It 

measures how well a set of variables or items measures a single, one-dimensional 

latent aspect of individuals.  

4.4.1.1 Overall Reliability of Adaptability Culture 

Table 4.5 shows that the overall reliability Cronbach‘s‘ alpha coefficients for 

adaptability culture were found to be α=0.792, above the above threshold of 0.7. 

This indicates a high internal consistency level for our scale or indicates factors as 

reliable (Suhr & Shay, 2009).  

Table 4. 5: Overall Reliability Statistics for Adaptability Culture 

Cronbach's Alpha N of Items 

.792 12 

Source: Field Data, 2020 
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4.4.1.2 Reliability for Each Item of Adaptability Culture 

The reliability for each item was estimated for all 154 respondents. Table 4.6 

explains the results of each item considered in defining adaptability culture. The 

results show that all items included in the model have Cronbach‘s alpha ranging from 

a minimum of 0.751 to a maximum of 0.823. Generally, all items were found to have 

Cronbach‘s alpha above 0.7. Therefore, at the level of individual variables, the 

findings indicate that all items were consistent. 

Table 4. 6: Reliability Statistics for Items of Adaptability Culture 

Adaptability Culture 

Scale 

Mean if 

Item 

Deleted 

Scale 

Variance 

if Item 

Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha if 

Item Deleted 

The management has enough 

technological resources that 

facilitate operational activities 

and are easy to be used by the 

employees. 

27.04 15.972 .599 .759 

The management has 

innovative policies that 

stimulate efficiency and 

productivity in the 

organization. 

26.81 15.370 .668 .751 

The management adopts 

Innovative technology 

towards achieving the 

required employees‘ job 

satisfaction 

26.87 15.682 .642 .754 

The management structure is 

supportive of the welfare of its 

employees and brings job 

satisfaction 

26.75 16.109 .642 .757 
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The management operations 

reforms have been structured 

in a supportive way to 

improve institutional 

productivity 

26.92 15.131 .649 .751 

The management creates 

awareness to its employees on 

restructuring 

26.91 15.495 .544 .765 

The rewards system of the 

management influence 

employees‘ job satisfaction in 

attaining corporate targets 

26.40 18.268 .306 .788 

The promotion system 

encourages employees to 

perform 

26.46 18.329 .300 .788 

The moral incentives adopted 

by the management inspires 

employees‘ job satisfaction 

26.79 20.156 -.125 .823 

The management operates as 

per the structured policy of 

social security 

26.55 18.001 .304 .788 

The Social Security Policy 

employees‘ job satisfaction 
26.71 18.506 .151 .804 

The Social Security policy has 

empowered the Fund and 

easily enables to attain the 

given targets. 

26.71 16.872 .479 .773 

Source: Field Data, 2020 

4.4.2 Descriptive Statistics 

Roles of descriptive statistics are to illustrate the fundamental characteristics of the 

data in a research study. Descriptive statistics provide straightforward summaries 

about the sample and the measures. Descriptive statistics and simple graphics 
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analysis, in unison, form the basis for the practicality of every quantitative analysis 

of data. To illustrate the dependent variables' responses under investigation, we used 

descriptive statistics such as measures of central tendency. The study complimented 

secondary information through critical analysis of various reports and documents 

with material facts related to the study to validate the preliminary information. 

Besides, the findings from the questionnaire survey were complemented by in-depth 

interviews with district PSSF key officials. The study‘s results were summarised as 

mean, range, and standard deviation of all adaptability culture items. After that, 

following the discussions in a qualitative way to enrich the findings and draw more 

precise conclusions.  

In this section, the results based on descriptive statistics for the first objective, 

‗adaptability to culture‘ items were interpreted and discussed. The objective explains 

the organization's ability to adopt to new changes brought about by external forces 

such as technology, consumer taste and preference, government laws, practices, and 

competition, to mention a few. Under this objective, the study examined 12 

parameters/items regarding adaptability culture. Table 4.7 summarises central 

tendency measures to measures the extent of adaptability to organizational cultural 

change using the 12 parameters/items. 

Table 4.11, on the hand, shows that three items, namely; the management creates 

awareness to its employees on restructuring (M=2.27, SD=0,848; range 1-3), the 

management operations reforms have been structured in a supportive way to improve 

institutional productivity (M=2.25, SD=0.805; range 1-3), and the management has 

innovative policies which stimulate efficiency and productivity in the organization 

(M=2.36, SD=0.748; range 1-3), were found to have high variation around the mean, 

on average. On the other hand, two items ‗the promotion system encourages 

employees to perform‘ (M=2.71, SD=0.495; range 1-3), and ‗the rewards system of 

the management influence employees‘ job satisfaction in attaining corporate targets‘ 

(M=2.77, SD=0.505; range 1-3) were found to have low variability from the mean on 

average.  

Further, the results show that ‗adaptability culture‘ has an overall mean of 2.43 

(SD=.665; range 1-3), signifying a small variation from the mean, on average. The 
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overall mean score falls under the scale value of ‗neither agree nor disagree‘ or 

neutral. This means that PSSSF employees were neutral to report if they adopted the 

organization's changes to influence the employees‘ job satisfaction. In general, this 

overall mean signifies that it was not clear if PSSSF employees could adapt to 

corporate cultural change. According to Wei & Lau (2010), .employees‘ adaptation 

to organizational culture is essential for the organization and employees' success. It 

is, therefore, imperative for firms to channel employees‘ behavior into organizations‘ 

culture.  

The findings of this study are in line with Nesbit and Lam (2014), who assessed 

cultural adaptability and organizational change in a social service organization in 

Hong Kong and found that survey results did not reveal substantial cultural change, 

in-depth interviews and focus groups analysis showed significant improvements in 

learning processes at the team level as well as the increased adoption of participatory 

leadership behavior. They also found that the extent of change, particularly in 

organizational level learning, was minor. Further, past studies have disputed that 

inflexibility and inability to discover and adapt to the changing environment are 

amongst the most critical factors that hamper organizational achievement (Zheng, 

Yang, & McLean, 2010). 

Table 4. 7: Measures of Central Tendency Statistics for Adaptability Culture  

Adaptability Items N 

 

Minimum Maximum Mean 

Std. 

Deviation 

The management has enough 

technological resources that 

facilitate operational activities and 

are easy to be used by the 

employees. 

154 

 

1 3 2.14 .705 

The management has innovative 

policies that stimulate efficiency and 

productivity in the organization. 

154 

 

1 3 2.36 .748 
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The management adopts Innovative 

technology towards achieving the 

required employees‘ job satisfaction 

154 

 

1 3 2.31 .717 

The management structure is 

supportive of the welfare of its 

employees and brings job 

satisfaction 

154 

 

1 3 2.42 .645 

The management operations reforms 

have been structured in a supportive 

way to improve institutional 

productivity 

154 

 

1 3 2.25 .805 

The management creates awareness 

to its employees on restructuring 
154 

 
1 3 2.27 .848 

The rewards system of the 

management influence employees‘ 

job satisfaction in attaining 

corporate targets 

154 

 

1 3 2.77 .505 

The promotion system encourages 

employees to perform 
154 

 
1 3 2.71 .495 

The moral incentives adopted by the 

management inspires employees‘ 

job satisfaction 

154 

 

1 3 2.39 .608 

The management operates as per the 

structured policy of social security 
154 

 
1 3 2.63 .582 

The Social Security Policy 

encourages employees‘ job 

satisfaction 

154 

 

1 3 2.46 .678 

The Social Security policy has 

empowered the Fund and easily 

enable to attain the given targets. 

154 

 

1 3 2.46 .648 

Overall  154  1 3 2.43 .665 

Source: Field Data, 2020 
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4.4.3 Inferential statistics 

4.4.3.1 The Influence of Adaptability Culture on the Employees’ Retention 

The logistic regression was performed to estimate the influence of adaptability 

culture on job satisfaction, ultimately improving employees‘ job retention. The -2 

Log-Likelihood measures how poorly the model predicts the decisions--the smaller 

the statistic, the better the model (Cox, 1975; Nagelkerke, 1991). The threshold if a 

model fits perfectly, the likelihood=1 and -2LL=0 (Cox, 1975). In this model, the -2 

Log-Likelihood statistics is 123.134, which is far from zero. Therefore, a model 

moderately fits at predicting the employee's retention based on job satisfaction.  

The Cox & Snell R Square and Nagelkerke R Square values are both methods of 

calculating the explained variation (Nagelkerke, 1991). They measure the dependent 

variable's prediction (Hu, Shao, and Palta, 2006). These values are sometimes 

referred to as pseudo R
2
 values. However, the Cox & Snell R2 can be interpreted like 

R2 in multiple regression, but with more caution. Cox & Snell R2 cannot reach a 

maximum value of 1, but the Nagelkerke R2 can reach a maximum of 1 (Cox and 

Snell, 1989; Nagelkerke, 1991; Langer, 2016). Nagelkerke R
2
 is a modification of 

Cox & Snell R
2
, the latter of which cannot achieve a value of 1. For this reason, it is 

preferable to report the Nagelkerke R
2
 value. In our model, Nagelkerke‘s R² is 0.537 

(53.7%), which indicates that the model is sound and sufficiently explain the 

employees‘ job retention. Cox & Snell‘s R² indicates that the four predictors' logistic 

model explains a 62% probability of employee retention. Therefore, since it is 

preferable to report the Nagelkerke R
2
 value, then the four independent variables in 

the logistic model account for 53.7% of why employees choose to be absent at the 

workplace. 

Table 4. 8 Model Summary for Adaptability Culture on Retention 

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square 

1 123.134
a
 .620 .537 

Source: Field Data, 2020 
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Logistic regression was performed to ascertain the effects of innovation, 

restructuring, incentives, and policy on the likelihood that participants ‗employees‘ 

have remained in their jobs ‗retention.‘ Table 4.9 shows the model explained 53.7% 

(Nagelkerke R
2
) of the variance in employee retention was due to four predictor 

variables included in the model. Employees who reported that the management was 

innovative were 1.924 times more likely to remain in the organization than those 

who reported the management was not innovative. Those who reported that 

management creates awareness to its employees on restructuring were 1.799 times 

more likely to remain in their current employer than those who did not. Also, 

increasing incentives was associated with an increased likelihood of retention, but 

the increasing policy was not statistically significantly associated with a reduction in 

retention likelihood. 

Table 4. 9: Regression results for Adaptability Culture on Retention 

Adaptability B S.E. Wald df Sig. Exp (B) 

Step 1
a
 Innovation .079 .260 .092 1 .021 1.924 

Restructuring .587 .371 2.500 1 .014 1.799 

Incentives .016 .417 .002 1 .019 1.984 

Policy -.297 .388 .583 1 .445 .743 

Constant 1.191 .723 2.709 1 .000 3.289 

Source: Field Data, 2020 

a. Variable(s) entered on step 1: Innovation, Restructuring, Incentives, and Policy. 

4.4.3.2 The Influence of Adaptability Culture on the Employees’ Absenteeism 

The logistic regression was performed to estimate the influence of adaptability 

culture on job satisfaction, ultimately reducing employees‘ absenteeism. The -2 Log-

Likelihood measures how poorly the model predicts the decisions, and the smaller 

the statistic, the better the model (Cox, 1975; Nagelkerke, 1991). The threshold if a 

model fits perfectly, the likelihood=1 and -2LL=0 (Cox, 1975). In this model, the -2 

Log-Likelihood statistics is 82.969, which is closing to zero. Therefore, a model well 

predicts the employees‘ absenteeism based on job satisfaction. In our model, the 

Nagelkerke‘s R² is 0.720 (72%), which indicates that the explained variation in the 

dependent variable based on our model is high. Cox & Snell‘s R² indicates that the 
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logistic model explains a 54.9% probability of employee absenteeism. Therefore, 

since it is preferable to report the Nagelkerke R
2
 value, then the four independent 

variables in the logistic model together account for 72% of why employees choose to 

be absent at the workplace. 

Table 4. 10: Model Summary for Adaptability Culture on Absenteeism 

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square 

1 82.969
a
 .549 .720 

Source: Field Data, 2020 

Logistic regression was performed to ascertain the effects of innovation, 

restructuring, incentives, and policy on the likelihood participants are absent at their 

workplaces. Table 4.11 shows employees who reported that the management was 

innovative were 1.243 times more likely to remain in the organization than those 

who reported the management was not innovative. Those who reported that 

management creates awareness to its employees on restructuring were 1.851 times 

more likely to remain in their current employer than those who did not. Moreover, in 

the logistic regression model, the odds ratio shows that employees who reported 

policy helped absenteeism were significantly more likely to record absenteeism than 

those who did not (OR=1.742, p=0.008). However, incentives were found to be a 

non-determinant of employees‘ absenteeism. 

Table 4. 11: Regression Results of Adaptability Culture on Absenteeism 

Adaptability B S.E. Wald df Sig. Exp(B) 

Step 1
a
 Innovation .218 .347 .394 1 .030 1.243 

Restructuri

ng 
1.162 .425 .145 1 .004 1.851 

Incentives .469 .524 .801 1 .371 1.598 

Policy 2.298 .522 .327 1 .008 1.742 

Constant 1.776 .910 3.812 1 .001 5.905 

Source: Field Data, 2020 

a. Variable(s) entered on step 1: Innovation, Restructuring, Incentives, and Policy. 
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According to McChrystal (2015), situational analysis's constant development is 

essential to assessing a changing environment. If organizations do not recognize a 

change in the environment, it is questionable if an organization can effectively 

become accustomed to the change. Wheatley (2006) elucidated that now and then 

organizations fail to become accustomed because of ‗paradigm blindness.‘ Most of 

the time, the organizations found themselves on a losing side because they refuse to 

accept the truth in front of them because it does not align with their worldview. The 

organizations capable of adapting have more potential to solve problems than non-

adaptive organizations. 

According to Raelin (2011), adaptive organizations often than not possess employees 

with various skills and knowledge who work in teams and collaborate by sharing 

information and rapidly solving problems. In their study, Costanza et al. (2015) 

assessed the effect of adaptive organizational culture on long-term survival, 

indicating that organizations with adaptive cultures were more likely to survive in 

dynamic environments that threaten their existence. Ployhart and Turner (2014) 

expounded that to respond to environmental threats and opportunities, organizations 

must develop an infrastructure and capabilities that allow adaptation to 

environmental changes and, ultimately, survival. 

Given the above discussion based on the survey findings, PSSSF is a non-adaptive 

firm. Since the creation of PSSSF by merging the three public social security funds, 

which resulted in a mixture of the threesomes culture plus the changes were very 

abrupt and politically driven has brought a lot of confusion as to which is the culture 

of the PSSSF. The abrupt change in structure, policy, and some of the practices 

without a proper direction and competent leadership resulted in Tanzania sucking the 

boss of PSSSF in less than three months of its creation. This could be why the 

employees did not agree nor disagree on many pertinent issues asked during the 

survey. It indicates that PSSSF employees are confused and do not know what they 

are supposed to accomplish in the big picture. Moreover, the management had not 

put enough effort to communicate the goals of the organization properly. 
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4.5 Influence of Consistency Culture on Employees’ Job Satisfaction  

This section focuses on interpreting and discussing the study's findings based on the 

second specific objective; to assess the influence of consistency culture on public 

service social security fund employees' job satisfaction. The objective comprised of 

seven items of consistency culture on job satisfaction. Using the seven items, the 

variable consistency was created mainly to examine its effect on the job satisfaction 

of PSSSF employees. Under this objective, we formulated an essential hypothesis to 

guide the study, which guessed the direction of correlation between the consistency 

culture and employees‘ job satisfaction for PSSSF employees. The interpretations 

and discussions were based on the analysis of empirical data collected through 

questionnaires, in-depth interviews, focused group discussions, and analysis of 

documents or secondary data. The study hypothesized that; 

H0: There is a significant relationship between consistency culture and 

employees job satisfaction of public services social security fund 

Ha: There is no significant relationship between consistency culture and 

employees job satisfaction of public services social security fund 

Grounding on consistency theory, organizational effectiveness stems from solid, 

steady cultural practices that are well implemented (Saffold III, 1988). The 

consistency theory established employees‘ norms, values, and beliefs reflect the 

organization‘s core values. They improve an organization`s ability to develop and 

survive in a competitive environment. In essence, a consistent culture is a process 

where leaders and followers aim at achieving common organizational goals 

irrespective of differences in their views (Block, 1991). It is a robust basis for an 

organization‘s stability. In a nutshell, consistency theory established that the core 

integration emerging from a common mindset and a high degree of conformity that 

unites employees towards achieving organizational objectives is essential for 

organizational growth and employees‘ job satisfaction. Consistency is a match 

between an organization‘s current culture and its preferred future culture 

As was explained before that the organizations that are well integrated are often the 

most challenging ones to change due to the deep levels of adaptability achieved over 

time. This is because; internal integration posits that organizational culture influences 
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the behavior of organizational members. It is imperative to note that organizational 

culture is a set of shared values that influence individuals' behaviors in ways 

consistent with organizational culture. Since organizations with a strong culture 

perform better than those with weak cultures, strong culture creates behavior 

consistency. Therefore, an organization's culture should create behavioral 

expectations that would direct the employees to behave in ways consistent with its 

culture. 

However, research shows an organization with a strong culture where its members 

commonly believe in some underlying values. In contrast, such values are obsolete, 

with the changing environment will not positively impact the employees‘ 

performance (Zhang, Li & Wei, 2008). Other researchers posited that, when an 

organization‘s strong culture prevents it from adapting to the external environment, 

then the so strong organizational culture would hinder rather than enhance its 

performance (English & Chen, 2011). Kotrba et al. (2012) posit that having a healthy 

organizational culture does not guarantee better employee performance. 

In addressing this specific objective, the study applied quantitative and qualitative 

approaches to examine employees' existing behaviors if they are consistent with the 

organizational culture within PSSSF. The analysis used primary and secondary 

information to examine those behaviors. The finding from questionnaires, in-depth 

interviews, and documentary analysis present justification for existing behaviors. The 

theoretical foundation of consistency theory and the conceptual framework informed 

the analysis and interpretation of the results. 

To describe the dependent variables under study, the study used descriptive statistics, 

especially the central tendency measures, to validate the preliminary information. 

The study complimented secondary information through critical analysis of various 

reports and documents with material facts related to the study. The questionnaire 

survey findings were also complemented by in-depth interviews with district and 

region officials of the revenue collection departments. The study‘s results were 

summarised as mean, range, and standard deviation of all items of organizational 

behaviors. Also, kurtosis and skewness were calculated to estimate normality in the 

data distribution. After that, inferential statistics were presented, followed by the 
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discussions in a qualitative way to enrich the findings and draw more precise 

conclusions. The results presentation and discussion were categorized based on the 

variables of the study. 

4.5.1 Reliability Statistics 

4.5.1.1 Overall Reliability of Consistency Culture 

Table 4.12 shows that the overall reliability Cronbach‘s‘ alpha coefficients for 

consistency culture were found to be α=0.786, above the above threshold of 0.7. 

This indicates a high internal consistency level for our scale or indicates factors as 

reliable (Suhr & Shay, 2009).  

Table 4. 12: Overall Reliability Statistics for Consistency Culture  

Cronbach's Alpha No. of Items 

.786 7 

Source: Field Data, 2020 

4.5.1.2 Reliability for Each Item of Consistency Culture 

The reliability for each item was estimated for all 154 respondents. Table 4.13 

explains the results of each item considered in defining consistency culture. The 

results show that all seven items included in the model have Cronbach‘s alpha 

ranging from a minimum of 0.715 to a maximum of 0.792. Generally, all items were 

found to have Cronbach‘s alpha above 0.7. Therefore, at the level of individual 

variables, the findings indicate that all items were consistent. 
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Table 4. 13: Reliability Statistics for Consistency Culture Items 

Consistency culture items 

Scale 

Mean if 

Item 

Deleted 

Scale 

Variance if 

Item 

Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

The management portrays 

interpersonal 

communication which 

enables the employee to 

fulfill their daily 

obligations 

18.9211 29.822 .294 .792 

The management treats 

employees with respect 

and integrity towards 

enhancing employees‘ job 

satisfaction 

18.4276 22.366 .604 .739 

The management operates 

in the direction of the 

vision and mission 

statement of the Fund 

18.4276 22.617 .718 .715 

The management mission 

and vision statement 

support and serves to 

communicate purpose and 

direction to employees‘ job 

satisfaction 

17.6776 27.385 .436 .773 

The management corporate 

objectives are easily 

measurable 

18.0921 23.621 .613 .738 

The corporate objectives 

are designed based on the 

planning of time. 

18.2237 25.844 .402 .781 

Organization strategies are 

designed based on the 

resources available 

18.1250 23.832 .521 .758 

Source: Field Data, 2020 

4.5.2 Descriptive Statistics 

In this section, the results based on descriptive statistics for the second objective 

were interpreted and discussed. Under this objective, the study examined seven items 

regarding consistency culture including; The management portrays interpersonal 
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communication which enables the employee to fulfill their daily obligations; the 

management treats employees with respect and integrity towards enhancing 

employees‘ job satisfaction; the management operates in the direction of the vision 

and mission statement of the fund; the management mission and vision statement 

support and serves to communicate purpose and direction to employees‘ job 

satisfaction; the corporate objectives are designed based on the planning of time; and 

organization strategies are designed based on the resources available 

 To describe the study's responses, descriptive statistics, especially the measures of 

central tendency, were performed. The study complimented secondary information 

through critical analysis of various reports and documents with material facts related 

to the study to validate the preliminary information. The study‘s results were 

summarised as mean, range, and standard deviation of all consistency culture items. 

After that, following the discussions in a qualitative way to enrich the findings and 

draw more precise conclusions. 

Table 4.14 shows that the item ‗the management mission and vision statement 

support and serves to communicate purpose and direction to employees‘ job 

satisfaction‘ scored on average 3.64 (SD=0.995; range 1-5), signifying less 

variability around the mean, on average. These results signify that PSSSF employees 

agreed that the PSSSF management‘s mission and vision statement support and 

communicate purpose and direction to employees‘ job satisfaction. That means the 

organizational vision and missions direct the employees how they are expected to 

behave consistently with the organization's culture. Through the mission and vision 

statements, the organization's goals, strategies, rules, and procedures are articulated 

for employees to follow to attain those goals. However, researchers have emphasized 

aligning the organization‘s goals with the employees‘ expectations (Bogner, 2013) 

The findings are in line with Zandbergs et al. (2018), who found that goal setting has 

been widely used in organizations to align the employees' activities with the 

organization's objectives. Integration of individual and organizational interests is the 

results of participatory goal setting, which is crucial for the successful administration 

of an organization (Babeľová and Vaňová, 2014). Boswell, Bingham support this, 

and Colvin (2006) posited that balancing individual expectations and institutional 
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prospects is indispensable for encouraging fruitful work environments. Furthermore, 

(Robbins 2003) adds that satisfied employees are more efficient at the organizational 

level than their less satisfied counterparts. 

Table 4.14 indicates that the item ‗the corporate management objectives are easily 

measurable‘ scored on average 3.23 (SD=0.282; range 1-5), signifying less 

variability around the mean, on average. These results signify that PSSSF employees 

agreed that corporate objectives are easily measurable. Also, the descriptive findings 

of item ‗organization strategies are designed based on the resources available‘ depict 

that (M=3.21, SD=0.409; range 1-5), and findings for item ‗the corporate objectives 

are designed based on the planning of time‘ indicated (M=3.09, SD=0.314; range 1-

5.). The results show that in both accounts, the PSSSF employees agreed that the 

strategies to realize the organization goals are usually designed while considering the 

resources at the firm‘s disposal and that objectives are time-specific. 



53 

Table 4. 14 Measure of Central Tendency for Consistency Culture 

Consistency culture items N Minimum Maximum Mean 

Std. 

Deviation 

The management portrays 

interpersonal communication 

which enables the employee to 

fulfill their daily obligations 

154 1 3 2.40 .780 

The management treats 

employees with respect and 

integrity towards enhancing 

employees‘ job satisfaction 

154 1 5 2.90 .468 

The management operates in the 

direction of the vision and 

mission statement of the Fund 

154 1 5 2.89 .266 

The management mission and 

vision statement support and 

serves to communicate purpose 

and direction to employees‘ job 

satisfaction 

154 1 5 3.64 .995 

The management corporate 

objectives are easily measurable 
154 1 5 3.23 .282 

The corporate objectives are 

designed based on the planning of 

time. 

152 1 5 3.09 .314 

Organization strategies are 

designed based on the resources 

available 

154 1.00 5.00 3.2143 .409 

Overall  152 1 5 3.1 .502 

Source: Field Data, 2020 

This study's findings corroborate with Ogbeiwi (2017), who found that objective 

statements are formulated using a clear and logical structure or framework. 

Objectives need to be SMART, which stands for Specific, Measurable, Attainable, 
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Realistic, and Time-specific. According to Bipp and Kleingeld (2011), objectives 

need to be adequately constructed to serve as credible and usable benchmarks by 

which the results can be monitored and evaluated. Although Day and Tosey (2011) 

criticized the use of SMART criteria in the education sector but recommending 

instead as an alternative to the resource-based framework for writing learning 

objectives. Locke and Latham (2013) put forward a theoretical framework which 

outlines that effective objectives should be realistic and attainable given the level of 

the resources 

On the contrary, PSSSF employees on the item that states that ‗the management 

portrays interpersonal communication that enables the employee to fulfill their daily 

obligations‘ were neutral (M=2.4, SD=0.780; range 1-3). So it is not clear if the 

PSSSF management supports employees‘ communication within the firm to help 

them fulfill their daily activities toward accomplishing the organization‘s goals. 

Similarly, the results are the same for the items ‗the management treats employees 

with respect and integrity towards enhancing employees‘ job satisfaction (M=2.90, 

0.468; range 1-5); and the management operates in the direction of the vision and 

mission statement of the organization (M=2.89, SD=0.266; range 1-5). Vance (2006) 

posited that management needs to communicate with employees through the 

company mission statement and other executive communications. Effective 

communication is imperative to meet company goals. 

According to Brick (2012), communication and respect, and recognition of 

employees' efforts and skills are essential. Listening to employees, respecting them, 

building trust among them and with the organization, and understand the employees‘ 

concerns are essential for a forward-oriented organization. According to Belle, 

Burley, and Long (2014), employees desire to be accepted, respected, and included 

in the organizational decision-making process. Organizational management must 

cultivate employees. When employees are respected and recognized, the retention 

rate increases (Latif, 2012). Recognition is critical to the culture and operation within 

the workplace. Rewards and recognition directly affect employee performance 

(Bolman & Deal, 2014). Thus, an effective leader should be fair and have a sense of 

integrity. How employees feel respected and recognized at work fosters employees‘ 

alignment to their culture and, ultimately, job satisfaction (Nasomboon, 2014). 



55 

Regardless of all communication benefits within the organization from management 

to employees and employees, the PSSSF employees neither agreed nor disagreed that 

the PSSSF management supports and enhances communication within the 

organization. Similarly, the PSSSF employees were not sure if PSSSF management 

treated them with respect and recognized their efforts and not sure whether the 

management made it easy for them to fulfill the organization's mission and vision. 

These results suggest that PSSSF management does not fully assist employees in 

fulfilling their duties.  

However, the overall mean score (M=3.1, SD=0.502, range 1-5) suggests that PSSSF 

management forge and direct employees behavior and actions to be consistent with 

the organization's culture. PSSSF management has opted to align their employees‘ 

behavior with organsiational culture regarding the benefits offered by consistency 

culture within organizations. To ensure employees' behavior was consistent with 

organizational culture, the management ensured communication between the 

management team and employees and employees through vision and mission 

statements and strategic plans. 

4.5.3 Inferential Statistics 

4.5.3.1 The Influence of Consistency Culture on Employees’ Retention 

The logistic regression was performed to estimate the influence of consistency 

culture on job satisfaction, ultimately improving employees‘ job retention. In this 

model, the -2 Log-Likelihood statistics is 122.879, which is closing to zero. 

Therefore, a model well predicts the employees‘ absenteeism based on job 

satisfaction. In our model, the Nagelkerke‘s R² is 0.739 (73.9%), which indicates that 

the explained variation in the dependent variable based on our model is high. Cox & 

Snell‘s R² indicates that the logistic model explains a 62.2% probability of employee 

absenteeism. However, since it is preferable to report the Nagelkerke R
2
 value, then 

the three independent variables in the logistic model together account for 73.9% of 

why employees choose to be absent at the workplace. 
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Table 4. 15: Model Summary for Consistency Culture on Retention 

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square 

1 122.879
a
 .622 .739 

Source: Field Data, 2020 

Logistic regression was performed to determine the effects of values, mission and 

vision, and objectives on the likelihood of employees‘ retention at PSSSF. In Table 

4.16, the odd ratio shows that employees who reported that the organization's 

mission and vision serve the organization's purpose were significantly 1.837 times 

more likely to be retained than those who did not. Moreover, in the logistic 

regression model, the odds ratio shows that employees who reported organization 

values enabled employees to fulfill their obligation were significantly more likely to 

record retention than those who did not (OR=1.627, p=0.045). However, 

organization objectives were found to be a non-determinant of employees‘ retention. 

Table 4. 16: Regression Results for Consistency Culture on Retention 

Consistency Culture B S.E. Wald Df Sig. Exp(B) 

Step 1
a
 Values 1.466 .653 .510 1 .045 1.627 

Mission and 

vision 
2.608 .679 .803 1 .037 1.837 

Objectives .490 .329 2.216 1 .181 1.612 

Constant 3.008 1.040 8.360 1 .004 20.242 

Source: Field Data, 2020 

a. Variable(s) entered on step 1: Values, Mission and vision, and Objectives. 

4.5.3.2 The Influence of Consistency Culture on the Employees’ Absenteeism 

The logistic regression was performed to estimate the influence of consistency 

culture on job satisfaction, ultimately reducing employees‘ absenteeism. In this 

model, the -2 Log-Likelihood statistics is 83.080, which is closing to zero. Therefore, 

a model well predicts the employees‘ absenteeism based on job satisfaction. In our 

model, Nagelkerke‘s R² is 0.519 (51.9%), which indicates that the explained 

variation in the dependent variable based on our model is moderate. Cox & Snell‘s 

R² indicates that the logistic model explains a 48.8% probability of employee 
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absenteeism. However, since it is preferable to report the Nagelkerke R
2
 value, then 

the three independent variables in the logistic model together account for 51.9% of 

why employees choose to be absent at the workplace. 

Table 4. 17: Model Summary for Consistency Culture on Absenteeism 

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square 

1 83.080
a
 .488 .519 

Source: Field Data, 2020 

Logistic regression was performed to determine the effects of values, mission and 

vision, and objectives on the likelihood that participants are absent at their 

workplaces. In Table 4.18, the odd ratio shows that employees who reported that the 

organization's mission and vision serve the organization's purpose were significantly 

1.851 times more likely to be absent than those who did not. Moreover, in the 

logistic regression model, the odds ratio shows that employees who reported 

organization objectives were SMART were significantly more likely to record 

absenteeism compared to those who did not (OR=1.683, p=0.034). However, 

organization values were found to be a non-determinant of employees‘ absenteeism. 

Table 4. 18: Regression Results for Consistency Culture on Absenteeism 

Consistency Culture B S.E. Wald Df Sig. Exp(B) 

Step 1
a
 Values 1.060 .869 .005 1 .945 1.942 

Mission and 

vision 
.241 .884 .074 1 .035 1.273 

Objectives 1.381 .429 .789 1 .034 1.683 

Constant 3.261 1.345 5.875 1 .015 26.070 

Source: Field Data, 2020 

a. Variable(s) entered on step 1: Values, Mission, and vision Objectives. 

According to Osborne and Hammoud (2017), effective leadership provides vision, 

mission, and direction and communicates them to employees. Leadership's ability to 

effectively communicate is a basis for employee engagement in fulfilling their daily 

obligations to realize the big picture ‗organization‘s mission and vision.‘ The main 
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focus of employee communication is the employee's alignment with organizational 

goals (Menguc, Auh, Fisher, & Haddad, 2013). Employees who are respected and 

engaged were noted as having lower turnover rates and higher retention plus 

productivity (Ahmetoglu et al., 2015). Yuan, Lin, Shieh, & Li (2012) posited that 

employees‘ competencies are fostered when management allows employees to 

communicate issues they may experience or provide input about operations within 

the workplace. Communication plays a significant role in employee engagement 

(Welch, 2012).  

Further, many researchers share the similar view that organizations tend to be more 

productive and efficient when their employees are on familiar terms with the 

direction in which the organization is heading and understand their roles in helping 

the organization achieve its goals and mission (Mwaniki and Gathenya, 2015; Zehir 

et al. (2016)). Management should translate how the strategy becomes fulfilled by 

completing daily tasks and helping the employees understand and perform their 

duties effectively. Osborne and Hammoud (2017) cautioned that employees are 

inclined not to take the message seriously when management imposes a vision and or 

mission. Therefore, employees need to make the connection from their work to the 

company vision themselves. 

Furthermore, Singh (2017), while implementing the project's strategic objectives, 

found out that in order for the project to be successful, the objectives need to be 

specific, concrete and measurable, and aligned to the resources such as human 

resources. According to Ogbeiwi (2016), the realistic time frame of when the 

objective can be achieved is crucial for the employees to follow through and deliver 

the output on time. Objectives that are not time-oriented may result in delay and 

ultimately underperformance of both employee and organization. This is also 

supported by Mosconi and Roy (2013), who highlight that if the organization‘s 

strategic objectives are not well-established, it leads to a low return on investment. 

Therefore, the culture of an organization should create behavioral expectations that 

would direct the employees to behave in ways that are consistent with its culture to 

realize its goals and objectives 
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4.6 The Influence of Communication Culture on Employees’ Job Satisfaction  

This section focuses on interpreting and discussing the study's findings based on the 

third specific objective; to evaluate the influence of communication culture on public 

service social security fund employees' job satisfaction. The objective comprised of 

six items of communication culture on job satisfaction. Using the six items, the 

variable communication culture was created mainly to examine its effect on the job 

satisfaction of PSSSF employees. Under this objective, we formulated an 

indispensable hypothesis to guide the study, which speculated the direction of 

correlation between the communication culture and employees‘ job satisfaction for 

PSSSF. The interpretations and discussions of results were based on the analysis of 

empirical data collected through questionnaires, in-depth interviews, focused group 

discussions, and analysis of documents or secondary data. The study hypothesized 

that; 

H0: There is a significant relationship between communication culture and 

employees' job satisfaction with the social security fund. 

Ha: There is no significant relationship between communication culture and 

employees' job satisfaction with the social security fund. 

Grounding on involvement theory, organizational effectiveness stems from reliable 

communication channels that involve all employees and well implemented. The 

theory assumes that involvement translates a sense of responsibility and ownership, 

and hence in return, employees get satisfied with their jobs and ultimately improves 

their organizational performance and loyalty (Baker, 2004). The theory is based on 

classic motivation theory. It explains that employee involvement suggests that 

employees will exert effort and work efficiently when they feel they are in control of 

their work, are given meaningful work, receive feedback on their performance, and 

are rewarded for the business's success (Ike, Ezeh & Etodike, 2017). They improve 

an organization`s ability to develop and survive in an competitive environment.  

Involvement theory argues that when an organization needs to generate an 

encouraging work environment that is inclined on high trust, outstanding customer 

service, operational superiority, innovative problem solving, and shared teamwork, in 

that case, the leading players must be able to understand, invest in, and be responsive 
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to the needs and goals of the faction that stand for the organization's most precious 

assets, and is also one of its most important customers, the employees. A firm that 

engages its employees at all levels in an organization's thinking process and decision-

making is likely to record the highest employees‘ job satisfaction than firms that do 

not (Ashkanasy, Wilderom, & Peterson, 2000; Irawanto, 2015).  

Becker (1964) established that organizations to flourish, they should be driven by 

employee capacity building and teamwork. The theory postulates that both leaders 

and subordinates have a sense of commitment and organizational ownership. 

Increasing evidence shows that organizational depends more on involving the 

workforce‘s entire capacity to generate new ideas and ways of overcoming 

competitors (Ike, Ezeh & Etodike, 2017; Nwankwo et al., 2013; David 2005). 

Employees at various levels of the organizational structure desire to contribute to the 

decision-making processes that directly impact their work toward achieving 

organizational goals (Spreitzer, 1996). 

In addressing this specific objective, the study applied quantitative and qualitative 

approaches to examine the current level of employees‘ involvement at PSSSF. The 

analysis used primary and secondary information to examine those behaviors. The 

findings from questionnaires, in-depth interviews, and documentary analysis present 

justification for existing behaviors. The theoretical foundation of involvement theory 

and the conceptual framework informed the analysis and interpretation of the results. 

To describe the dependent variables under study, the study used descriptive statistics, 

especially the measures of central tendency.  

Besides, to validate the preliminary information, the study complimented secondary 

information through critical analysis of various reports and documents with material 

facts related to the study. The questionnaire survey findings were also complemented 

by in-depth interviews with district and region officials of the revenue collection 

departments. The study‘s results were summarised as mean, range, and standard 

deviation of all items of organizational behaviors. Also, kurtosis and skewness were 

calculated to estimate normality in the data distribution. After that, inferential 

statistics were presented, followed by the discussions in a qualitative way to enrich 



61 

the findings and draw more precise conclusions. The results presentation and 

discussion were categorized based on the variables of the study. 

4.6.1 Reliability Statistics  

According to Sekaran (2009), the reliability of a constructed variable is measured in 

terms of the consistency of the list of items treated as a whole through a Cronbach's 

alpha. The value of Cronbach alpha range from 0 to 1, whereby the value of 0.7 and 

above is considered acceptable (Cohen et al., 2007). The rationale for internal 

consistency is that the individual items should all measure the same constructs and 

thus correlate positively to one another (Kipkebut, 2010).  

4.6.1.1 Overall reliability of communication culture 

Table 4.19 shows that the overall reliability Cronbach‘s‘ alpha coefficients for 

communication culture were α=0.711, above the threshold of 0.7. This indicates a 

high internal consistency level for our scale or indicates factors as reliable (Suhr 

& Shay, 2009).  

Table 4. 19: Overall Reliability Statistics for Communication Culture 

Cronbach's Alpha N of Items 

.711 6 

Source: Field Data, 2020 

4.6.1.2 Reliability for each item of communication culture 

The reliability for each item was estimated for all 154 respondents. Table 4.20 

explains the results of each item considered in defining communication culture. The 

results show that all six items included in the model have Cronbach‘s alpha ranging 

from a minimum of 0.707 to a maximum of 0.795. Generally, all items were found to 

have Cronbach‘s alpha above 0.7. Therefore, at the level of individual variables, the 

findings indicate that all items were consistent. 
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Table 4. 20: Reliability Statistics for Items included Communication Culture  

Communication culture 

items 

Scale 

Mean if 

Item 

Deleted 

Scale 

Variance if 

Item 

Deleted 

Corrected 

Item-Total 

Correlation 

Cronbach's 

Alpha if 

Item Deleted 

Decision making is done in 

a participatory action 
13.96 23.436 .332 .707 

Bottom to top approach is 

used to make decisions 
14.34 22.003 .426 .777 

The management supports 

teamwork amongst its 

employees 

13.94 20.074 .570 .727 

The delegation has helped 

to divide work and allocate 

to the subordinates 

13.77 24.321 .360 .795 

Delegation reduce the 

workload 
13.12 22.561 .515 .752 

Delegation powers 

subordinates and increase 

sense of ownership 

13.67 22.837 .469 .764 

Source: Field Data, 2020 

4.6.2 Descriptive Statistics 

In this section, the results based on descriptive statistics for the third objective were 

interpreted and discussed. Under this objective, the study examined six items 

regarding communication culture. To describe the study's responses, descriptive 

statistics, especially the measures of central tendency, were performed. The study 

complimented secondary information through critical analysis of various reports and 

documents with material facts related to the study to validate the preliminary 

information. The study‘s results were summarised as mean, range, and standard 

deviation of all items of communication culture. After that, following the discussions 

in a qualitative way to enrich the findings and draw more precise conclusions. 
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Table 4.21 shows that the item ‗Delegation reduce the workload‘ was found to have a 

mean score of 3.44 (SD=0.309; range 1-5), which signifies low variability from the 

mean on average. This result means that PSSSF employees agreed that delegation of 

responsibilities to subordinates reduces the workload. Delegation is an indicator of 

communication between management or upper organization leaders and lower 

managers. Delegation is a sign that there are communication and trust between the 

top management and subordinates. Delegation is a way of engaging employees in a 

high-level decision-making process. According to Irawanto (2015), firms that engage 

their employees at all levels in the thinking process and decision-making are likely to 

have high job satisfaction, high retention rate, and low absenteeism rate. 

Further, the results show that other remaining communication culture items had a 

mean value of <3.0, which implies PSSSF employees were unsure if those 

communication culture parameters were practiced at PSSSF. As a result, the overall 

mean of communication culture, as shown in Table 4.21 (M=2.76, SD=0.44; range 1-

5), signifies a small variation from the mean, on average. The overall mean score 

falls under the scale value of ‗neither agree nor disagree‘ or neutral. This means that 

PSSSF employees were neutral to report whether communication culture is practiced 

at PSSSF or not. In general, this overall mean signifies that it was not clear decision 

making at PSSSF is participatory and that the management helps employees realize 

corporate goals through delegation and shared decision making power. Thus, it is a 

study‘s take that the decision-making process was constraining employees.  

However, as PSSSF a public organization, there is no wonder why communication 

and decision-making are not well established. In many public entities, the activities 

and especially decision-making are centrally controlled. According to Mdee & 

Thorley (2016), argued that, in practice, governance systems are tremendously 

complicated with multiple and questioned line of power where there is no clarity of 

responsibilities and accountability at all levels of the system. As a result, it intensifies 

confusion among the employees and citizens to the extent that even citizens are not 

convinced that it is their responsibility to hold the government accountable for 

service delivery (REPOA, 2014). To achieve better results in the implementation, it 

is suggested to ensure accountability of those implementing the policies and 

involving the employees and citizens in decision making because they are the 
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implementer of the policy, so they have firsthand experience of what is going on in 

the real-life situation (Devas, 2005). 

According to Morgeson et al. (2013), organizations‘ management that fully supports 

employees, promotes continuous learning, teamwork, information sharing, and 

transparency in their decision-making has a more significant impact on the 

employee‘s job satisfaction and hence retention rate. The increased level of 

employee engagement creates a sense of ownership and morale of working hard. 

According to Belle, Burley, and Long (2014), employees desire to be accepted, 

respected, and included in the organizational decision-making process. Truong et al. 

(2017) posited that an obvious fact that the culture of both organizations and an 

individual employee has a significant function. For the most part, it is a deterministic 

one in the decision-making process. 

Table 4. 21: Descriptive Statistics for Communication Culture 

Communication culture items N Minimum Maximum Mean 

Std. 

Deviation 

Decision making is done in a 

participatory action 
154 1 5 2.60 .528 

Bottom to top approach is used to 

make decisions 
154 1 5 2.22 .560 

The management supports 

teamwork amongst its employees 
154 1 5 2.62 .585 

The delegation has helped to 

divide work and allocate to the 

subordinates 

154 1 5 2.79 .308 

Delegation reduce the workload 154 1 5 3.44 .309 

Delegation powers subordinate 

and increase a sense of ownership 
154 1 5 2.89 .346 

Overall  154 1 5 2.76 .44 

Source: Field Data, 2020 

Teamwork and delegation work on improving the quality of relationships between 

the different employees and the various levels of authority (Suter & Mallinson, 
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2015). One of the vital mechanisms to be put in place towards achieving the 

organization's goals and ensuring quality service/product delivery to society is 

teamwork, delegations, and collaborations. Delegation is expected to increase 

decision-making authority among top managers and lower managers, increasing the 

lower manager‘s flexibility and providing more control over organization growth and 

development (Talley, 2011; Rwiza, 2016). As a result, the positive outcome of job 

satisfaction in terms of higher retention rate and lower absenteeism rate 

4.6.3 Inferential Statistics 

4.6.3.1 The influence of communication culture on job retention 

The logistic regression was performed to estimate the influence of communication 

culture on job satisfaction, ultimately improving employees‘ retention at PSSSF. In 

this model, the -2 Log-Likelihood statistics is 118.383, which is far from zero. 

Therefore, a model moderately fits at predicting the employee's retention based on 

job satisfaction. In our model, Nagelkerke‘s R² is 0.490, which indicates that the 

model is good but not great. Cox & Snell‘s R² indicates that the logistic model 

explains a 55% probability of employee retention. But, since it is preferable to report 

the Nagelkerke R
2
 value, then the four independent variables in the logistic model 

account for 49% of why employees choose to be absent at the workplace. 

Table 4. 22: Model summary for Communication Culture on Retention 

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square 

1 118.383
a
 .550 .490 

Source: Field Data, 2020 

Logistic regression was performed to determine the effects of ownership, delegation, 

teamwork, and participation on the likelihood of employees‘ retention at PFFFS. In 

Table 4.23, the odd ratio shows that employees who reported that delegation gave 

them a sense of ownership of the organization were significantly 1.618 times more 

likely to be record retention than those who did not. Also, in the logistic regression 

model, the odds ratio shows that employees who reported delegation reduce 

workload were significantly more likely to record retention than those who did not 

(OR=1.785, p=0.003). Also, the odds ratio shows that employees who reported that 

decision making is done in a participatory manner were significantly more likely to 
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record retention than those who did not (OR=1.291, p=0.046). However, teamwork 

was found to be a non-determinant of employees‘ retention. 

Table 4. 23: Regression Results for Communication Culture on Retention 

Communication Culture B S.E. Wald df Sig. Exp(B) 

Step 1
a
 Ownership 2.963 .399 5.809 1 .016 1.618 

Delegations .242 .391 .385 1 .003 1.785 

Teamwork .793 .465 2.906 1 .088 1.453 

Participatory .256 .343 .555 1 .046 1.291 

Constant 1.124 1.623 .480 1 .488 3.078 

Source: Field Data, 2020 

a. Variable(s) entered on step 1: Ownership, Delegations, Teamwork, and 

Participatory. 

4.6.3.2 The influence of communication culture on the absenteeism 

The logistic regression was performed to estimate the influence of adaptability 

culture on job satisfaction, ultimately improving employees‘ retention at PSSSF. The 

-2 Log-Likelihood measures how poorly the model predicts the decisions, and the 

smaller the statistic, the better the model (Cox, 1975; Nagelkerke, 1991). The 

threshold if a model fits perfectly, the likelihood=1 and -2LL=0 (Cox, 1975). In this 

model, the -2 Log-Likelihood statistics is 82.028, which is closing to zero. Therefore, 

a model well predicts the employees‘ absenteeism based on job dissatisfaction. In our 

model, the Nagelkerke‘s R² is 0.835 (83.5%), which indicates that the explained 

variation in the dependent variable based on our model is very high. Cox & Snell‘s 

R² indicates that the logistic model explains a 51.5% probability of employee 

absenteeism. Therefore, since it is preferable to report the Nagelkerke R
2
 value, then 

the four independent variables in the logistic model account for 83.5% of why 

employees choose to be absent at the workplace. 

Table 4. 24: Model Summary for Communication Culture on Absenteeism 

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square 

1 82.028
a
 .515 .835 

Source: Field Data, 2020 
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Logistic regression was performed to determine the effects of ownership, delegation, 

teamwork, and participation on the likelihood of employees‘ absenteeism at PSSSF. 

In Table 4.25, the odd ratio shows that employees who reported that delegation gave 

them a sense of ownership of the organization were significantly 1.135 times more 

likely to record absenteeism than those who did not. Also, the odds ratio shows that 

employees who reported that decision making is done in a participatory manner were 

significantly more likely to record absenteeism than those who did not (OR=1.083, 

p=0.005). However, teamwork and delegation were found to be a non-determinant of 

employees‘ absenteeism. 

Table 4. 25: Regression Results of Communication Culture on Absenteeism 

Communication Culture B S.E. Wald Df Sig. Exp(B) 

Step 1
a
 Ownership .759 .497 2.331 1 .027 1.135 

Delegations .325 .524 .385 1 .535 1.722 

Teamwork .182 .531 .118 1 .732 1.833 

Participatory .079 .434 .034 1 .005 1.083 

Constant 1.544 2.001 .595 1 .440 4.681 

Source: Field Data, 2020 

a. Variable(s) entered on step 1: Ownership, Delegations, Teamwork, and 

Participatory. 

Barrett (2002: 219) posited that, without effective communication to employees, 

change is impossible, and change management is doomed to failure. Communication 

has two objectives: to inform and educate members at all levels of the organization 

about company strategy and, secondly, to motivate and involve staff to support the 

strategy and achieve different corporate objectives. Employee sense of ownership, 

which is brought about through communication and involvement of employees in 

decision-making and formulation and fulfillment of the firm's strategies and 

objectives, is crucial for the firm's growth.  

The concept of a sense of ownership was developed by Pierce et al. in 2001. 

Hollandts (2009) conceptualized it as ‗psychological ownership‘ and highlighted it as 

a factor favorable to participative management implementation. This phenomenon 
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has attracted growing attention for its potential to improve economic outcomes for 

companies, workers, and the economy in general, and help reduce absenteeism at the 

workplace and improve employees‘ retention (Talley, 2011). Over 100 studies across 

many countries indicate that employee sense of ownership is generally linked to 

better productivity, pay, job stability, firm survival, and most importantly, reduced 

absenteeism and increased employees‘ retention (Morgeson et al., 2013).  

Participative management is very crucial for mergers and acquisitions since it 

involves the various human resources of a company to, amongst other things, 

increase the participation of employees, productivity, effectiveness, and adaptability 

of the company (Jago, 2015). The PSSSF, as a company, created from merging three 

other companies, was created under pressure and directive of politicians to serve the 

financial deficit that occurred in the government. The merging did not follow the 

proper procedures of merging companies, including not involving the employees. It 

came as a surprise to many. Expectedly, the employees were seemed to not knowing 

precisely the culture and direction of the company. 

Participative management would have generated synergies that could increase the 

new company's value, at least to a level just above that of the two individual 

companies. Hassan et al. (2010) research show that this type of management 

produces positive effects on employee satisfaction and performance and that these 

variables are strongly interconnected. According to Pardo del Val (2012), 

participatory management tends to reduce the resistance to change and increase the 

various participants involved in the change. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Overview 

This is the last chapter of the study, which entails a summary, conclusion, 

recommendations, and further studies. This chapter summarizes the findings obtained 

in chapter four concerning the specific objectives of the study that were to assess the 

influence of adaptability culture on the employees‘ job satisfaction, to examine the 

influence of consistency culture on the employees' job satisfaction of social security 

fund and to evaluate the influence of communication culture on the employees‘ job 

satisfaction. 

5.2 Summary of Findings 

This study's first objective was to assess adaptability culture's influence on the 

employees‘ job satisfaction. To analyze this objective binary logistics regression 

model, variables of adaptability culture include innovation, restructuring, incentives, 

and policy on employees‘ job satisfaction (retention and absenteeism). The first 

model that includes variables of adaptability culture on retention showed that policy 

as an indicator of adaptability culture was not significantly related to employee 

retention (p = 0.445). Other indicators innovation (p = 0.021), restructuring (p = 

0.014), incentives (p = 0.019) were statistically significant related to the employees‘ 

job satisfaction in terms of retention. These results indicate that the likelihood of 

employee satisfaction in terms of retention increases for every unit changes in these 

variables. 

Another binary regression model was on the relationship between adaptability and 

absenteeism as an indicator of employees‘ job satisfaction. As for the first model, 

variables of adaptability were regressed to absenteeism as an indicator of employees‘ 

job satisfaction. Results revealed that innovation (p = 0.030), restructuring (p = 

0.004), incentives (p = 0.371) and policy (p =0.008) influenced absenteeism as 

indicator of job satisfaction. Only incentives was found to be not statistically 

significant to the dependent variable (absenteeism). 

The second objective was to examine the influence of consistency culture on the 

employees‘ job satisfaction. As for the previous objectives, a binary logistics 
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regression model was conducted to analyze the influence of values, mission, and 

vision, and organizational objectives on employees‘ job satisfaction (retention and 

absenteeism). Results showed that organizational core values (p = 0.045), mission 

and vision (p = 0.037) and organizational objectives (p = 0.181) influenced retention 

of employees as an indicator of job satisfaction. These results show that only one 

(organizational objectives) was not statistically significantly related to retention as a 

variable for employees‘ job satisfaction among the three indicators of consistency 

culture. 

Also, the second model was for absenteeism as a variable for employees‘ job 

satisfaction. The findings showed that variables of consistency cultures that include 

organizational core values (p = 0.945), mission and vision (p = 0.035) and objectives 

(p = 0.034) influenced absenteeism as indicator of employees‘ job satisfaction. These 

findings imply that only values as an indicator of consistency culture were 

insignificantly related to absenteeism. The remaining variables (mission and vision 

and organizational objectives) contributed significantly to explaining the likelihood 

of employees being satisfied through the variable of absenteeism. 

The last objective was to evaluate the influence of communication culture on the 

employee‘s job satisfaction. Also, binary logistics regression models were 

conducted. The first model included communication culture (ownership, delegations, 

teamwork, and participatory) on retention as the first indicator of employees‘ job 

satisfaction. The second model included the same communication culture variables 

on absenteeism as the second variable of employees‘ job satisfaction. Results on the 

first model indicated that ownership (p = 0.016), delegations (p = 0.003), teamwork 

(p = 0.088) and participatory (p = 0.046) influenced retention.  Also, ownership (p = 

0.027, delegations (p = 0.535), teamwork (p = 0.732) and participatory (p = 0.005) 

influenced absenteeism as indicator of employees‘ job satisfaction. These results 

indicated that only teamwork as a variable was not related statistically to retention 

delegation, and teamwork were not statistically related to absenteeism. The 

remaining variables explained the likelihood of employees‘ job satisfaction. 
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5.3 Conclusions 

This study concluded that adaptability culture influenced employees‘ job satisfaction 

on the surveyed PSSSF based on the study's objectives and findings. Specifically, 

innovation, restructuring, and incentives influenced the retention of employees at the 

surveyed PSSSF. However, the organizational policy was not a determinant of 

employee satisfaction in terms of retention. Also, absenteeism as an indicator of 

employees‘ job satisfaction is not influenced by incentives as an indicator of 

adaptability culture. Therefore, the study concluded that innovation, restructuring, 

and organizational policy are significant determinants of employee job satisfaction in 

absenteeism. 

The study also concluded that consistency culture (organizational core values, 

mission, and vision) influenced employee retention and determining employee job 

satisfaction. Organizational objectives as a variable was not a determinant of 

retention of employees at surveyed PSSSF. Furthermore, the study concluded that 

organizational core values were not critical determinants of absenteeism at surveyed 

PSSSF even though other variables of organizational values, mission, and vision of 

an organization determined employees' absenteeism at the surveyed PSSSF. 

Therefore, by considering the study's significance level, the study concludes that 

consistency culture influenced employees‘ job satisfaction. 

Lastly, this study concluded that participation, delegations, and ownership were the 

main determinants of employee retention in the surveyed PSSSF. These variables, 

therefore, influenced the employee‘s job satisfaction through ensuring the retention 

of employees. The study also concluded that teamwork was not a determinant of 

retention in the surveyed PSSSF. However, delegations and teamwork also were not 

determinants of absenteeism as an indicator of employees‘ satisfaction. The study 

further concluded that only ownership and participation were influenced absenteeism 

at the surveyed PSSSF. Therefore, communication culture influenced the employees‘ 

job satisfaction at the surveyed PSSSF. 

5.4 Recommendations 

This study recommended the top management of PSSSF to ensure innovation, 

restructuring, and incentives to facilitate employees‘ job satisfaction by retaining 
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employees at the workstations. These three variables of adaptability culture were 

statistically significantly related to retention and increased the likelihood of retaining 

employees. This could be practicable when the organization adapts the innovation 

system at all levels of the organization by encouraging employees to be innovative at 

the workplace. Also, organizational restructuring and providing incentives to 

employees are more likely to be satisfied at their workstations by retaining them. 

The management is also recommended to ensure the organization's core values are 

smoothly disseminated to employees. Employees are recommended to rely on the 

organization's core values to ensure that they are satisfied through retention. The 

organization's mission and vision have to be well communicated to all employees in 

their respective workstations as the variable influenced the retention of employees 

and hence employee‘s job satisfaction. The management should focus on 

organizational objectives to control absenteeism, which affects the employees‘ job 

satisfaction. This could be possible through disseminating organizational; objectives 

to employees at all levels of the organization. 

Furthermore, the study recommended that employees within organizations ensure 

smooth communication as communication culture influenced employees‘ job 

satisfaction. Participation in communication through equal information sharing 

enables employees to be satisfied through retention. Also, managers should ensure 

the delegation of authority to qualified personnel within an organization as the 

delegation was related to employee retention. Additionally, organizations should 

ensure effective means are available to ensure communication flows at all levels 

within organizations. This could be possible by enhancing useful communication 

tools like letters, telephones, and memos to enable efficient flows of official 

communication from managers to employees and employees to managers. The study 

adds knowledge to the existing body of literature on organizational culture and 

employees' job satisfaction. 

5.5 Suggestions for Further Researches 

Generally, this study focused on organizational culture on employees‘ job 

satisfaction in PSSSF. The findings, adaptability culture, consistency culture, and 

communication culture influenced the employees‘ job satisfaction. Other studies 
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could be conducted to assess organizational factors that affect employees‘ job 

satisfaction and organizational performance. The study‘s findings also showed that 

teamwork was not related to employees‘ job satisfaction through retention and 

absenteeism. This result provides room for future researchers to conduct studies on 

the influence of employees‘ teamwork on job satisfaction through any other related 

mediator. This study's findings showed that teamwork within an organization does 

not influence employees‘ job satisfaction. 
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APPENDICES 

Appendix  I: Questionnaire 

Dear Respondents; 

My name is Issa Salim Issa. Thank you for agreeing to take the time to participate in 

this research study. The major purpose of this study is to assess “Organization 

Culture and Employees Job Satisfaction in Tanzania. A case of Social Security 

Fund”. The study is for academic purposes only. Therefore, I kindly request you to take 

a few minutes to answer the questions below, and your response will be treated only to 

complete this study. Please be free to respond to this questionnaire, and your answers 

will be kept entirely confidential. 

PART A: Respondent`s Demographic Information 

Please circle the right answer 

1.  Name and Contact of respondent   ________________________________ 

2.  Sex 

a. Male (  ) b. Female (  ) 

3.  What is your Age? _______________________ 

4. What is your level of Education? 

a. Certificate ( )  b. Diploma (  )  c. Degree (  )   d. Other 

(Specify) ____________________________ 

5.  What is your work Experience with Social Security Fund in Tanzania? 

a. Less than a year ( ) b. 1 – 3 Years (  ) c. 4 – 6 Years (  ) d.7 years and 

Above 

PART B: The Influence of Organizational Culture on Employee 

Performance  

The following table has statements about the influence of organizational culture on 

employee performance. Please rate your agreement with each of the statements by 

using the scale provided below. Rank 1 = Strongly Disagree (SD), 2= Disagree (D), 

3= Neutral (N), 4= Strongly Agree (SA), 5=Agree (A). 
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Main 

Construct 
Variable Statement (Indicator) 1 2 3 4 5 

Adaptability 

Culture 

Innovation 

The management has enough 

technological resources that 

facilitate operational activities and 

are easy to be used by the 

employees. 

     

The management has innovative 

policies that stimulate efficiency 

and productivity in the organization. 

     

The management adopts Innovative 

technology towards achieving the 

required employees‘ job satisfaction 

     

Restructuring 

The management structure is 

supportive of the welfare of its 

employees and brings job 

satisfaction 

     

The management operations 

reforms have been structured in a 

supportive way to improve 

institutional productivity 

     

The management creates awareness 

to its employees on restructuring 

     

Incentives 

The rewards system of the 

management influence employees‘ 

job satisfaction in attaining 

corporate targets 

     

The promotion system encourages 

employees to perform 

     

The moral incentives adopted by the 

management inspires employees‘ 

job satisfaction 

     

Policy 

The management operates as per the 

structured policy of social security 

     

The Social Security Policy 

employees‘ job satisfaction 

     

The Social Security policy has 

empowered the Fund and easily 
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enables to attain the given targets. 

 

Consistency 

Culture  

Core Values  

The management portrays 

interpersonal communication which 

enables the employee to fulfill their 

daily obligations 

     

The management treats employees 

with respect and integrity towards 

enhancing employees‘ job 

satisfaction 

     

Mission and 

vision 

The management operates in the 

direction of the vision and mission 

statement of the Fund 

     

The management mission and vision 

statement support and serves to 

communicate purpose and direction 

to employees‘ job satisfaction 

     

Organizational 

objectives 

The corporate management 

objectives are easily measurable 

     

The corporate objectives are 

designed based on the planning of 

time. 

     

Organization strategies are designed 

based on the resources available 

     

 

Communication 

Culture  

Participatory  

Decision making is done in a 

participatory action 

     

Bottom to top approach is used to 

make decisions 

     

Ownership 

Within an organization, 

communication is owned through 

ownership 

     

The way an organization      
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communicate, you will be 

responsible for its effects 

Teamwork  

The management supports 

teamwork amongst its employees 

 

     

Delegations 

Delegation reduce the workload 

Delegation powers subordinate and 

increase a sense of ownership 

     

The delegation has helped to divide 

work and allocate to the 

subordinates 

     

 

EMPLOYEES’ JOB SATISFACTION 

S/No. Variable Statement 
0-NO 

1-YES 

0-NO 

1-YES 

1 Retention 
I am willing to work in this office in 

many years to come 
  

 Absenteeism I feel coming to my workplace daily   
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Appendix  II: Research Clearance UDOM 
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Appendix  III: Research Clearance PSSSF 
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