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The Effects of Organizational Culture on Employee 
Commitment as Mediated by Job Satisfaction in  

Addis Ababa City Administration 
 

ZEWDIE ZAKIE KOYIRA 
Consultant at Leadership, Policy & HR training Center 
Ethiopian Civil Service University, Addis Ababa, Africa 

 
Abstract : The purpose of this study was examining the impact of organizational culture on 
employee commitment through the mediating role of employee job satisfaction in Addis Ababa 
city Administration. To this end, descriptive design with deductive approach was employed to test 
the hypothesis; and analyzing the data collected through standardized questionnaire from 606 
employees was conducted. The respondents were selected by simple random sampling 
representing both Wereds and sub-cities for quantitative data. The standardized questionnaires 
comprises 30-items measuring organizational couture (OC) 20- items measuring employee job 
satisfaction and 22-items measuring employee commitment; and three composite score/variables 
were generated during data analysis so as to analyze at interval scale. Hayes macro process model 
(4) along with SPSS (V.23) was used to analyze simple mediation. Prior to mediation analysis 
reliability of the instrument and normality of data were established. In this regard, the instrument 
was confirmed to be reliable on the basis of alpha Cronbachs coefficient greater than 7; and also 
the data were normal in distribution as of the results of kurtosis and skewness. The results indicate 
that organizational culture affects both employee satisfaction and employee commitment 
significantly. In the same way employee job satisfaction positively and significantly affects 
employee commitment. Overall, mediation role of job satisfaction between organizational culture 
and employee commitment was confirmed; and all hypotheses were supported. The study result 
further implies that organizational culture has partial mediation role as it affects employee 
commitment directly. The study, therefore, recommends that managers in the public organizations 
should design and establish organizational cultures that are more suitable to staff as they are 
confirmed to be significantly affecting employee job satisfaction and commitment. 
 
Keywords : Organizational Culture, Employees, Commitment, Satisfaction, Mediation 
 
 
1.0  Introduction 
 

nted with new challenges regarding 
sustained productivity and creating committed workforce. Hence, it is important to understand the 
concept of commitment and its feasible outcome (Dixit & Bhati, 2012).It is no longer good enough 
to have employees who come to work faithfully every day and do their jobs independently. 
Employees are the greatest resource in organizations and play an important role through their 
involvement and commitment to make the organization competitive (Roodt et al., 
2002).Employees who are committed are liable to increase their performance and devote their time 
to the organizations success. Organizational commitment is often described as the key factor in the 
relationship between employees and organizations (Raju & Srivastava, 1994). Satisfied employees 
by means of an affective orientation or a positive attitude, achieve a positive result in relation to 
his/her job, in general, or to specific personal aspects (Stanton et al., 2002). This results in 
improved communication among employees and workforce support for the organization, 
organizational commitment and job satisfaction (Lok & Crawford, 2004). 
 
The existence of job satisfaction is the result of organizational culture that comprises new 
approach of leadership style, the value, and belief and perception practice in the organization. 
Organizational culture is the shared understanding of the beliefs, values, norms and philosophies 
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of how things work in the organization (Wallach, 1983). Employee behavior (their commitment 
and job satisfaction), their expectations and their performance would determine the successful 
implementation of plans, policies and strategies that enhance the competitiveness of organizations. 
 

kind of mediating effect of job satisfaction on this relationship within employees of public 
organizations. It can be clearly realized that the success of organization can nearly always be 
ensured through the contribution of unreserved efforts of employees who are working within it. 
This is possible if the organization has employees who have been satisfied in their current jobs and 
show the highest committed for ensuring their organizational competitiveness. It also shows that 
how strongly employees are involved in and identify with the organization highly depends on 
conducive culture within the organization (McCunn & Gifford, 2014). Many researchers have 
discussed the positive aspects of organizational commitment and its effects on work productivity, 
motivation, turnover intention, and absenteeism, and that it is a powerful tool for employees and 
organizations to increase productivity and effectiveness ( -
2014). 

 
The commitment of employees traced directly back to the good organizational culture practiced. 
Therefore, having effective and good organizational culture for the organization is critical to retain 
competent employees to ensure the competitive survival of organizations. Also Ashraf et al. 
(2012)depicted that employee commitment can be affected by the quality of the leadership 
exercised, and culture practiced in the organization. In this regard, the current study aims to 

is critical for competitive and productive survival of public organizations. In addition, it addresses 
how job satisfaction can determine the relationship between organizational culture and employees 
in context of public institutions in Addis Ababa. 
 
1.1  Statement of the problem  
 
Organizational culture has received a lot of attention in recent decades due to its possible impact 

from employees is also essential t
implemented successfully (Tsai, 2011). Individuals who are more enthusiastic about their jobs are 
more likely to participate in organizational activities and demonstrate positive in-role and extra-
role behaviors (Meyer & Allen, 1991).  
 
Allen and Meyer (1993) ationship with their workplace is described 

psychological conditions, which allows a loyal employee to stick with it. Also the study result of 
Pinho et al. (2014) confirmed the impact of organizational culture on employee commitment. More 
recently, Karem et al. (2019) established the fact that individuals who are passionate about and 
satisfied with their jobs, on the other hand, are more likely to work hard and exhibit positive work 
habits. 
 

broad patterns and established institutions. Managers are becoming more conscious of 
organizational culture elements such as traditions, rules and processes, regulations, and standards, 
which will help employee, perform better. Both organizational culture and commitment are being 
investigated because they have an impact on organizational performance and can influence 
organizational outcomes Pinho et al. (2014).  
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In support to this ideas, a study result of Grein et al. (2020) highlighted that organizational culture 
is crucial in establishing a set of fundamental ideas, understandings and a healthy workplace 

organizations are becoming increasingly devoted to make significant change in response to the 
increasing demand for services such as raising customer service quality requirements and 
establishing efficiency and effectiveness. In this context, the adoption of different reforms as to 
human resource incentive package, redeployment of employees based on job evaluation appraisal 
and grading; and improving workplace conditions by public organizations in Ethiopia generally, 
and Addis Ababa particularly are considered as critical components playing roles in improving 
organizational performance.  
 
However in reality, most civil service organizations in Ethiopia have been obliged to hold less 
satisfied and committed employees and this is because of poor remuneration and benefit package 
(Getahun et al., 2016; Mariam et al., 2020; Kefyalew et al., 2020; & Aklilu et al., 2020). This 
could make the public organizations to hold employees who are not committed and losing well 
experienced employees from time to time. This would adversely affect the competitive survival of 
organization in meeting the changing service demand of citizens (Kassaw & Golga, 2019; 
Kefyalew et al., 2020; Gebru, 2021; &Warga , 2019, 2019).  
 
Previous researches on employee commitment have mainly focused on organizational culture 
dimensions rather than including the mediating role of job satisfaction as mediating variable and 
determining its effects on employee commitment (Dima et al., 2019; Elizabet & Anggrain, 2021); 
Inanlou & Ahn, 2017). However, almost a few scholars such as  Nigusie (2018) have studied the 

in this relationship by considering employees in a public enterprise Oromia Forest and Wild Life 
Enterprise. 
 
Therefore, the study 
with mediating role of job satisfaction for employees across different public institutions is very 
scant. Thus, examining the existing organizational situations, and providing solutions to improve 
employee satisfaction and commitment, calls for rigorous empirical study. Furthermore, this study 
aims to enrich the body of knowledge in public organizations under study settings and; to find the 

 commitment through the mediating role of 
employee job satisfaction. In order to realize the aim of this study, the researcher set the following 
four hypotheses to be tested. 
 

H1. :  
H2. : Employee job satisfaction significantly employee commitment 
H3. : Organizational culture significantly predicts employee commitment. 
H4. : Employee job satisfaction would mediate the impact of organizational culture on 

employee commitment 
 
2.0   Concepts of organizational culture 
 
According to Shahzad et al. (2013), organizational culture is defined as a set of acceptable values 
is always right, which helps a person in the organization to understand the actions that are 
unacceptable and which actions are unacceptable and values are communicated through stories and 
other symbolic ways. Meanwhile, according to Schein (2010), organizational culture can be 
considered as what the organization has or what the organization is depending on whether it is 
being treated as a construct or a metaphor. Sithi-Amnuai (1996) limits the understanding of 
organizational culture as a pattern of basic assumptions and beliefs held by members of an 
organization from the process of learning to the problems of external adaptation and internal 
integration problems. Organizations have cultures through learning, inheritance, adaptation and 
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verification of the value adopted or termed Schein (1983) considered an invalid value is proven 
benefits. 
 
According to Sashkin and Rosenbach (1990), elements of organizational culture include:  
Managing change, coordinated, teamwork, goal achievement,  customer orientation, and building 
strong culture. 
 
Managing change: -This area of action concerns how well the organization is able to adapt to and 
deal effectively with changes in its environment.  All organizations are open, to some extent, to be 
influenced from their environments; that is what it means when we refer to organizations as "open 
systems."  This fact has become even more obvious today, in times of rapid technological and 
social change, than it was in the past.  In earlier times it was possible to ignore the organization's 
environment and the effects it had on the organization; this is no longer possible.  
 
Achieving goals: - All organizations must achieve some aims or goals for clients or customers.  
Having a clear focus on explicit goals has been proven repeatedly to have a very strong 
relationship to actual success and achievement.  Goal achievement is also facilitated when the 
goals of the organization's members are "in line" or aligned with one another and with the overall 
goals of the organization. When organization members share the belief that is important to be 
doing and achieving, this will help the organization to attain its goals. 
 
Co-ordinated teamwork: Long term organizational survival depends on how well the efforts of 
individuals and groups within the organization are tied together, coordinated and sequenced so that 
people's work efforts fit together effectively. What is less obvious is that it can be equally 
counterproductive to attempt to have everything carefully planned from the top, down to the 
smallest detail.  With work and the world becoming more and more complex, what is needed are 
more effective ways of meeting unpredictable coordination demands, ways for organization 
members to "mutually adjust" their actions to take into account unplanned and unpredictable 
circumstances.  
 
Customer orientation:-While organizations often have specific product or service goals or a 
standard of quality or a type of product or service for which the organization is known, the crucial 
question is whether these internally-derived and defined goals match or fit with what clients or 
customers want of the organization.  No matter how strong the culture and no matter how well the 
other functions are performed, if no one wants what the organization produces or does, then the 
organization is not likely to prosper.  
 
Cultural strength: -A strong culture will provide greater stability of organizational functioning. 
When the culture is based on values that do not support the functions of managing change, 
organizational achievement, customer orientation, and coordinated teamwork--or when the values 
actually work against the effective performance of these functions--then a "strong" culture might 
actually hamper organizational survival. 
 
2.1.  
 
Job satisfaction can be defined as a positive effect towards employment (Mueller & McCloskey, 
1990) needs, 
wants, or expectations (Fisher, 2003). In research, job satisfaction has been assessed using global 
aspects as well as multiple facets like salary, career progression, supervisor (Fisher, 2003).  Job 
Satisfaction has been playing a leading role in management research (Petty et al., 1984; Fisher, 
2003). Many studies share that satisfied employees will perform their work more effectively, 
which is the basis of many theories of performance, reward, job design and leadership (Shipton et 
al., 2006). Simply put, job satisfaction is the extent to which people like their jobs (Spector, 
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1997).Job satisfaction, a concept that is widely studied in organizational behavior research, is 

(Fritzsche & Parrish, 2005)
extent to which people lik (Peterson & Wilson, 1992). Accordingly, Armstrong, (2006) 
defined the term job satisfaction as the attitudes and feelings people have about their jobs. For 
Armstrong, positive or favorable attitudes about the work and the work environment indicate job 
satisfaction, and the inverse, referring to negative or unfavorable attitudes towards the work to 
indicate job dissatisfaction. Job satisfaction may also refer to the fulfillment acquired by 
individuals in respect of the various job activities, and the rewards for their jobs and job-related 
matters. 
 
Saiyadain and Khanna (2007) -state of feeling after 
accomplishing a task. This feeling may lead employee to have either a positive or a negative 
attitude towards the job. According to Spector (1997), job satisfaction refers to the extent to which 
employees or individuals like or dislike their jobs and the various aspects of their jobs. For Spector 
(1997), job satisfaction can be a diagnostic indicator of how a person is doing in one of the major 
domains of his or her life-role. Spector further stated that the absence of job satisfaction suggests 
that a problem exists either in the job or in the person, whereas job satisfaction is indicative of 
good work-adjustment and positive well-being. Falkenburg and Schyns (2007) are in agreement 
with the definition given by Spector, and argue that the term job satisfaction is seen as satisfaction 
with different aspects of the job and the work environment/situation. 
 
Employee job satisfaction refers to the overall attitude and views of teachers toward their working 
conditions and profession (Xuetao et al., 2008). The definitions given above suggest that the job 
satisfaction of employees in Ethiopia includes the overall feeling they may have about their work 
when they evaluate their job and their job-related experiences or work factors. Work factors 
include salary and benefits, management, work characteristics, and interpersonal relationships. 
 
2.2. tion 
 
The constructs of employee job satisfaction have been approached from many directions. 
Contributing factors have been often identified as intrinsic or extrinsic. According to Samuel and 
Chipunza (2009), combinations of intrinsic and extrinsic rewards influence employee decisions to 
remain in the profession. Herzberg and Howe (1959) brought attention to the distinction between 
intrinsic and extrinsic factors in the workplace in their theory of job satisfaction. Intrinsic factors 
are matters related to the self-actualization of the worker, that is, the need for a sense of self-
accomplishment on the job or, as commonly labeled, intrinsic job satisfaction. Intrinsic job 
satisfaction is derived from the composite of intrinsic factors experienced in the job. Intrinsic job 
factors are factors such as responsibility, self-defectiveness, skill development, and observed 
accomplishment associated with doing the work.  
 
Conversely, extrinsic factors are factors such as company policies, supervision, external rewards 
such as reflected in satisfaction with pay, and workload, which define the external context and 
reward system within which the worker labors. Researchers in earlier studies on the framework 
offered by Herzberg and colleagues found that both intrinsic and extrinsic job factors predicted 
levels of job satisfaction, although intrinsic factors had a stronger association with satisfaction 
level than extrinsic factors (Ewen et al., 1966). Also, the results of Sharoni et al. (2012) study 
suggest that intrinsic job satisfaction has an affective basis, whereas extrinsic job satisfaction does 
not. In general, this study examines t
commonly applied dimensions of job satisfaction.  

 
  



 
South Asian Journal of Management Research  133            Volume 13 Number  1, 2022 

 
 

 
Intrinsic Scale Description 

Ability utilization The chance to do something that makes use of my abilities. 
Achievement The feeling of accomplishment got form the job 
Advancement The chances for advancement on the job. 
Recognition The praise for doing a good job. 
Responsibility The freedom to use  own judgment 

2. Extrinsic Scale Description 
Company policies and 
practices  

The way company policies are put into practice

 Compensation  The  pay and the number of work employees  do 
 Co-workers   The way co-workers get along with each other 
 Supervision-human relations    The way the boss handles his men 
 Supervision-technical   The competence of the supervisor in making decisions 
 Working conditions   The working conditions 

       Source: Weiss et al., (1967) 
 

tionnaire 

the underlying theory is based on the assumption that work fit is dependent on the correspondence 
between the individual skills and the reinforcements that exist in the work environment (Weiss et 
al., 1967).  
 
2.3.  
 
Commitment has been defined and measured in many different ways 
(1986) 
the organization; it will reflect the degree to which the individual internalizes or adopts 
characteristics or perspectives of t  
 
2.3.1. Models of organizational commitment 
 
According to Meyer and Allen (1991), organizational commitment reflects at least three general 

 

organization and has implications for the decision to continue membership of it. These 
psychological states also have different implications for work-relevant behavior. 
 
I.  Affective commitment  
 

involvement in the organization. Employees with a strong affective commitment continue 
employment with the organization because they want to. According to Lerner (1982), the 
antecedents of affective commitment generally fall into four categories: (1) personal 
characteristics, (2) structural characteristics (organizational), (3) job-related characteristics, and (4) 
work experiences. Although various research studies have been conducted to link demographic 
characteristics such as age, tenure, gender, and education to commitment, the relations were 
neither strong nor consistent, the reason being too many variables such as job status, work rewards 
and work values moderating the relationship.  
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II. Continuance commitment  
 
Continuance commitment refers to an awareness of the costs associated with leaving the 
organization. The potential costs of leaving an organization include the threat of wasting the time 
and effort spent acquiring nontransferable skills, losing attractive benefits, giving up seniority-
based privileges, or having to uproot the family and disrupt personal relationships Meyer and 
Allen, 1991. Apart from the costs involved in leaving the organization, continuance commitment 
will also develop as a function of a lack of alternative employment opportunities (Meyer & Allen, 
1991).  
 
III. Normative commitment  
 
Normative commitment reflects a feeling of obligation to continue employment. Employees with a 
high level of normative commitment feel that they ought to remain with the organization.  Wiener 
(1982) suggests that the feeling of obligation to remain with an organization may result from the 
internalization of normative pressures exerted on an individual prior to entry into the organization 
(family or cultural orientation), or following entry (organizational orientation). However, 
normative commitment may also develop when an organization provides the employee with 

paying college tuition) or incurs significant costs in providing 
employment (e.g. head-hunting fees or the costs associated with job training). Recognition of these 
investments causes employees to feel an obligation to reciprocate by committing themselves to the 
organization until the debt has been repaid (Scholl, 1981). 
 
2.4. Relationship between organizational culture, job satisfaction, and 

commitment 
 
There are many studies investigating the relationship between organizational culture and 
organizational commitment that found there is a positive relationship between organizational 
culture and organizational commitment &Gan et al., 2014). 
Organizational culture has been identified as a major driver behind employee longevity (Desselle 
et al., 2018). A corporate culture is a significant tool for improving organizational commitment, 
and the better the adjustment between stated and perceived values, the better the organizational 
commitment (Brewer & Clippard, 2002).  
 

study by Cameron et al. (1991) has found that organizational culture has a significant impact on 
several key organizational variables such as employee satisfaction, employee performance, 
turnover and so forth. Furthermore, in the body of literature, there is evidence that assures the 
impact of organizational culture on individual attitudes and behaviors of which job satisfaction has 
been shown to be directly impacted by organizational culture.  Concerning the relationship 
between job satisfaction and employee commitment, Huang and Hsiao (2007) stated that job 
satisfaction is the precursor of commitment which may benefit both changing human behavior 
outcomes and increasing commitment. They further explained that people will be more committed 
to their work if they felt satisfied and appreciated. The study by Nigusie (2018) stated that job 
satisfaction does act as a fully mediating role in the relationship between organizational cultures 
and organizational commitment and suggesting that effective improvement in job satisfaction is a 
critical aspect of the organizational success.  
 
2.5. Summary of empirical studies 
 
As a matter of fact, globally, various studies have been done in the areas of organizational culture 
and emphasized the significance establishing proper organizational culture to have a better future 
and performance. A study result of  established the forward and backward 
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linkage of employee job satisfaction and organizational culture. The study result of Habib et al. 
(2014) proved the effect of organizational culture on job satisfaction, employee commitment and 
retention. Studies by Acquah et al. (2020), Zanabazar et al. (2021) and Sarpong et al. (2021) 
revealed a positive significant relationship between organizational culture and employee 
commitment.  
 
In Ethiopian case, a study result of Getahun et al. (2016) on primary school teachers; Addisu, 
(2018) on college teachers; Kassaw and Golga (2019a) academic staff at university; Kefyalew et 
al.(2020) at education office workers proved the effect of organizational culture at education 
Sector. The other studies by Bekele and Mohammed (2020) on Ethiopian Airlines;  Warga (2019) 
and Gebru (2021) on Commercial Bank of Ethiopia; Addisu (2018) on leather industry; Dinku 
(2018) on Sugar industry proved the direct effect of organizational culture on employee 
satisfaction and commitment. By the same token, Aklilu et al. (2020) and Yemi et al. (2020) 
confirmed its effect on health professionals at different levels and disciplines. As can be seen from 
the above studies, it is evident that they have shown a strong correlation between organizational 
culture, organizational commitment, and job satisfaction.  
 
Nevertheless, previous researches on employee commitment have mainly focused on 
organizational culture dimensions rather than including the mediating role of job satisfaction as 
mediating variable and determining its effects on employee commitment. Subsequently, this study 
examines whether the employee's job satisfaction plays a mediating role in the relationship 
between organizational culture and employee commitment in public institutions of Addis Ababa 
using the following framework.  
 
Conceptual Framework 
 

 
 
 
 
 
Figure   2.1: Conceptual framework of the study 

Source: Nigus (2018) 
 
 
 

3.0   Methodology 
 
This study employed a descriptive design with deductive approach. The study used the 
questionnaire to collect the data from employees in public institutions located in Addis Ababa city 
Administration. For this study 606 employees, representing both sub-cities and woredas, were 
selected using both simple and stratified random sampling techniques. The sample size was 
deter
questionnaires were distributed for individual respondents selected through simple random 
sampling method from each stratum. In this regard, the researcher assumes that the study was 
designed carefully to ensure the representativeness of the employees and believes that the 
sampling strategy is robust to increase the likelihood of even participation; and reduces the 
likelihood of deriving faulty conclusions from outcomes of the investigation.  
 
Accordingly, 606 questionnaires were distributed and the response rate was 100%. The 
questionnaire comprises two sub sections: the first was about the demographic information of the 
respondents; the second section includes 72-items with 10 dimensions. Of the 72 items adopted 
from the previous studies, organizational couture (CO) measured by 30 items adopted from 

Employees 
Commitment  

Figure   2.1: Conceptual framework of the study

Organizational 
Culture  

Managing change 
Achieving goal 
Coordinated teamwork 
Customer orientation 
Culture strength 

Figure   2.1: Conceptual framework of the studyFigure   2.1: Conceptual framework of the studyFigure   2.1: Conceptual framework of the studyFigure   2.1: Conceptual framework of the studyFigure   2.1: Conceptual framework of the studyFigure   2.1: Conceptual framework of the studyFigure   2.1: Conceptual framework of the studyFigure   2.1: Conceptual framework of the study
Employees Job 
Satisfaction
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Sashkin and Rosenbach (2013), employee job satisfaction 20 items adopted from Wiss et al. 
(1967); and employee commitment 22 items adopted from Meyer and Allen (1991). All items were 
measured by a five points Likert scales during data collection and three composite score/variables 
were generated during data analysis so as to analyze at interval scale.  
 
The study employed SPSS V.23 as a tool for analysis for both descriptive and inferential statistics. 
Prior to quantitative analysis, the data were classified and tabulated to enter into SPSS software. 
Preliminary analysis was done to confirm the normality of the data, validity and reliability of the 
instrument before proceeding to the next analysis. In this regard, the data were confirmed to be 
normal as the result of kurtosis and skewness indicated in table (). In addition, the instrument 
reliability was confirmed by the overall Cronbachs alpha coefficient greater than 7 as indicated 
below in Table (). Specifically, for mediation analysis, the study used Hayes macro process Model 
(4) which allows the bootstrapping approach for estimation of mediation effects. 
 

4.0   Results 
 
The objectives of this study were confirming whether the organizational culture predicts employee 
job satisfaction (H1), whether the employee job satisfaction predicts employee commitment (H2), 
whether the organizational culture predicts employee commitment (H3); and confirming the 
mediating effects of job satisfaction between organizational culture and employee commitment 
(H4). To these ends, mediation analysis using SPSS macro process model (4) was conducted and 
the results are as indicated below. 
 
RQ1/H1 Organizational culture significantly predicts employee job satisfaction 
 
4.2 :  Employee job Satisfaction (ES) 
 
Table 4.1.Model Summary 

R R-sq MSE F df1 df2 p 
0.7282       0.5303      0.1780    682.0268      1.0000    604.0000       0.0000 
Model coeff se t p LLCI ULCI 
constant .8311       .0855      9.7226       .0000       .6632       .9990 
Organizational 
Culture (OC) 

.7339       .0281     26.1156       .0000 .6787       .7891 

***OC->ES 
 

As can be seen from table 4.1 above, organizational culture (OC) is a significant positive predictor 
of employee job satisfaction (b=.7339, s.e=.0281, p<.001). This coefficient reflects the direct 
effect of organizational culture on employee job satisfaction with in the path model; thus, H1 is 
supported. Pictorially it can be depicted as:-  
 
 
 
 
 
 
 

 
Figure 4.1 Paths OC->ES 

RQ2/H2 Employee job satisfaction significantly predicts employee commitment 
 
  

OC 

ES 
.7339      
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4.3. Employee Commitment (EC) 
 

Table 4.2.Model Summary 
R R-sq MSE F df1 df2 p 

.9087       .8257      .0685   1428.1383     2.0000    603.0000      .0000 
Model coeff se t p LLCI ULCI 
constant .1354      .0570     2.3746       .0179       .0234       .2474 
Employee Job Satisfaction 
(ES) 

.1468 .0252     5.8188       .0000       .0973       .1964 

The above summary table number 4.2, indicates that employee job satisfaction (ES) is a significant 
positive predictor of employee commitment (b=.1468, s.e=.0252, p<.001). This coefficient reflects 
the direct effect of employee job satisfaction on employee commitment with in the path model; 
thus, H2 is supported. 
 
ES->EC 
 
 
 
 

Figure 4.2 Paths ES->EC 
RQ3/H3 Organizational culture significantly predicts employee commitment 

 
4.4. Employee Commitment (EC) 
 
Table 4.3.Model Summary 

R R-sq MSE F df1 df2 p 
.9087       .8257 .0685 1428.1383 2.0000 603.0000 .0000 
Model coeff se t p LLCI ULCI 
constant .1354 .0570 2.3746 .0179 .0234 .2474 
Organizational Culture (OC) .8182 .0254 32.1711 .0000 .7682 .8681 

 
As can be seen from table 4.3 above, organizational culture (OC) is a significant positive predictor 
of employee commitment (b=.8182, s.e=.0254, p<.001). This coefficient reflects the direct effect 
of organizational culture on employee commitment with in the path model; thus, H3 is supported. 
 
OC->EC 
 
 
OC->EC & ES->EC 
  
 
 
 
 
 

 
 

Figure 4.3 Paths OC->EC; and Paths OC->EC & ES->EC combined  
 

RQ4/H4 Employee job satisfaction would mediate the impact of  
organizational culture on employee commitment. 
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EC 

.1468      
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Table 4.4 Total effect of OC on EC 
Effect se t p LLCI ULCI 

.9260       .0179     51.7378             .0000       .8908       .9611 
 
The above table indicates the total effect of organizational culture on employee commitment 
computed as the direct effect of organizational culture (DE=.8182) and indirect effect of 
organizational culture on employee commitment through employee job satisfaction (IE=.1078) add 
up to .9260. This total effect is positive and significant as zero (the null) does not fall between the 
lower (LLCI=.8980) and upper (ULCI=.9611) bound of the 95% confidence interval. From this we 
can infer that the total effect of organizational culture on employee commitment is significantly 
different from zero. 

 
Table 4.5 Indirect effect(s) of OC on EC 

 Effect BootSE BootLLCI BootULCI 
ES 0.1078 0.0318 0.0482 0.1723 

 
The unstandardized indirect effect indicated in the table above, that is (.1078) is assumed to be the 
product of two coefficients represented by OC->EC (.8182) and ES->EC (.1468) even though the 
analysis was done by Hayes (2018) macro process model (4). This indirect effect is significant as 
zero does not fall between BootLLCI (.482) and BootULCI (.1723). Based on the evidences 
provided in two tables above, the researcher is keen to justify that employee jobsatisfaction 
mediates the impact of organizational culture on employee commitment in the study area. Thus, 
H4 is supported. 

 
Table 4.6 Hypothesis summary 

Item summary coeff se t p LLCI ULCI 
H1. OC->ES 0.7339 0.0281 26.1156 0.0000 0.6787 0.7891 
H2. ES->EC 0.1468 0.0252 5.8188 0.0000 0.0973 0.1964 
H3. OC->EC 0.8182 0.0254 32.1711 0.0000 0.0973 0.1964 
Indirect Effect BootSE BootLLCI BootULCI 
H4. OC->ES-
>OC 

0.1078 0.0318 0.0482 0.1723 

**OC =organizational culture; ES= employee job satisfaction; and EC= employee 
commitment 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
**Figure 4.4 Path Model 
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5.0  Discussions 
 
Now days the most important organizational asset is the human resource which determines the 
success of an organization. In other words, it is possible to say that the success of an organization 

commitment will affect organizational the organizational performance in the end. From the outset 
of this study, the researcher posed questions and proposed four hypotheses to be confirmed after 
the data collection and rigorous analysis. Evidently, the purpose of the study has been achieved 
and substantiated as indicated below. 
 
Firstly, the hypothesis that is the direct effect of organizational culture on employee job 
satisfaction was conducted and the result indicates that organizational culture has significant 
positive effect up on employee job satisfaction in the area under study settings. The result is in line 
with previous (Odembo, 2013 &Habib, 2014; Desselle, Raja, Andrews, &Lui, 2018; Cameron & 
Freeman, 1991). When it comes to boosting employee job satisfaction, organizational culture is 
crucial. However, Organizational culture should be mandatory for all members and workers since 
this will foster uniformity among the organization's members. It will also improve staff 
productivity, commitment, and overall performance, emphasizing the importance of organizational 
culture in fostering consistency among employees. Thus, it may enhance group efficiency, 
commitment, and overall performance.  
 
Organizational culture is a set of fundamental ideas that contribute to the organization's strength 
and stability due to cultural transformation. The advantages of good organizational culture in the 
workplace include improved mutual collaboration, unity, integrity, kinship, improved 
communication, and increased performance. Therefore, paying more attention to organizational 
culture is one way to increase employee job satisfaction in the workplace. However, culture refers 
to an organization's values and qualities that differentiate it from its rivals. Therefore, job 
satisfaction is positively influenced by organizational culture. In addition, employee behavior is 
influenced by organizational culture, which motivates them to seek positive outcomes. 
 
Secondly, the hypothesis that is concerned with the direct effect of employee job satisfaction on 
employee commitment was conducted and the result indicates that employee job satisfaction has 
significant positive effect up on employee commitment in the area under study settings. This result 
is supported by several previous results (Huang & Hsiao (2007); Odembo, 2013Girma&Tesfaye, 
2018). 
 
Thirdly, the hypothesis that is concerned with the direct effect of organizational culture on 
employee commitment was conducted and the result indicates that organizational culture has 
significant positive effect up on employee commitment in the area under study settings. This result 
is supported by several previous results (Huang & Hsiao (2007); (Odembo, 2013 &Habib, 2014 
(Desselle, Raja, Andrews, &Lui, 2018) (Brewer &Clippard, 2002)). There are many studies 
investigating the relationship between organizational culture and organizational commitment that 
found there is a positive relationship between organizational culture and organizational 
commitment (Odembo, 2013 &Habib, 2014). Organizational culture has been identified as a major 
driver behind employee longevity (Desselle, Raja, Andrews, &Lui, 2018). A corporate culture is a 
significant tool for improving organizational commitment, and the better the adjustment between 
stated and perceived values, the better the organizational commitment (Brewer &Clippard, 2002). 
 
Employees with a strong organizational commitment and more innovative and stable will drive the 
company to greater profitability. Individuals with a high organizational commitment are vital in 
achieving organizational goals; those with a low commitment are more concerned with fulfilling 
individual interests than those of the organization. This result also illustrates individuals' 
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commitment to making businesses successful, and respondents' strong organizational commitment 
demonstrates how inventiveness and consistency help a company to be lucrative and wealthy. 
 
Lastly, the hypothesis concerned with the mediating impact of employee satisfaction between 
organizational culture and employee commitment. The result indicates that the employee 
jobsatisfaction partially mediates the impact of organizational culture on employee commitment in 
the study area and the mediation effect is significant. This result is slightly in line with the study 
result of (Nigus, 2018). This is because the previous study of Nigus (2018) stated that job 
satisfaction does act as a fully mediating role in the relationship between organizational cultures 
and organizational commitment and suggesting that effective improvement in job satisfaction is a 
critical aspect of the organizational success. However, this study is directly in line with the result 
of Huang and Hsiao (2007) that substantiates this study as satisfaction is the precursor of 
commitment which may benefit both changing human behavior. Similar study further explained 
that people will be more committed to their work if they felt satisfied and appreciated.
 
In nut shell, various studies have been done in the areas of organizational culture and emphasized 
the significance establishing proper organizational culture to have a better future and performance. 
A study result of Odembo (2013) established the forward and backward linkage of employee job 
satisfaction and organizational culture. The study result of Habibi (2014) proved the effect of 
organizational culture on job satisfaction, employee commitment and retention. Studies by Acquah 
et al. (2020), Jigjiddorj et al. (2021) and Sarpong et al. (2021) revealed a positive significant 
relationship between organizational culture and employee commitment.These all previous studies 
substantiated the result of this study. Therefore, institutions should enhance the organization 
culture in the workplace to increase organizational culture's impact on employee job satisfaction 
and commitment.  
 
3. References 
 

 Job satisfaction and employee performance within the 
telecommunication industry in Kenya: a case of Airtel Kenya limited. Kenyatta University. 
Addisu, M. (2018). Determinants of Job Satisfaction Among Employees of Gondar College of 
Teacher Education , Ethiopia. 8(21), 22 32. 
Aklilu, M., Warku, W., Tadele, W., Mulugeta, Y., Usman, H., Alemu, A., Abdela, S., 
Hailemariam, A., & Birhanu, E. (2020). Assessment of Job Satisfaction Level and Its Associated 
Factors among Health Workers in Addis Ababa Health Centers: A Cross-Sectional Study. 
Advances in Public Health, 2020. https://doi.org/10.1155/2020/1085029 
Allen, N. J., & Meyer, J. P. (1993). Organizational commitment: Evidence of career stage effects? 
Journal of Business Research, 26(1), 49 61. https://doi.org/10.1016/0148-2963(93)90042-N 
Armstrong, M. (2006). A handbook of human resource management practice. Kogan Page 
Publishers. 
Ashraf, M. Y., Awan, A. R., & Mahmood, K. (2012). Rehabilitation of saline ecosystems through 
cultivation of salt tolerant plants. Pak. J. Bot, 44, 69 75. 
Bekele, A. L., & Mohammed, A. (2020). Business, Management and Economics Research. 
Brewer, E. W., & Clippard, L. F. (2002). Burnout and job satisfaction among student support 
services personnel. Human Resource Development Quarterly, 13(2), 169 186. 
Cameron, K. S., Freeman, S. J., & Mishra, A. K. (1991). Best practices in white-collar 
downsizing: Managing contradictions. Academy of Management Perspectives, 5(3), 57 73. 
Abraham Warga JUN , 2019. (2019). College of Business and Economics Department of 
Management The Effect of Organizational Culture on Employee Commitment ( The Case of 
Commercial Bank of Ethiopia )   
Desselle, S. P., Raja, L., Andrews, B., & Lui, J. (2018). Perceptions of organizational culture and 
organizational citizenship by faculty in US colleges and schools of pharmacy. Currents in 
Pharmacy Teaching and Learning, 10(4), 403 412. 



 
South Asian Journal of Management Research  141            Volume 13 Number  1, 2022 

 
 

Dima, A.- -E., Vrânceanu, D.-  Sustainable social and 
individual implications of telework: A new insight into the Romanian labor market. Sustainability, 
11(13), 3506. 
Dinku, G. T. (2018). Effects of employees commitment on organizational performance at Arjo 
Didessa Sugar Factory. African Journal of Business Management, 12(9), 252 257. 
https://doi.org/10.5897/ajbm2017.8395 
Dixit, V., & Bhati, M. (2012). A study about employee commitment and its impact on sustained 
productivity in Indian auto-component industry. European Journal of Business and Social 
Sciences, 1(6), 34 51. 
E. A. Acquah, H., Amoako Sarkodie, N., Enoch, B., Adams, L., Djanie, B. N. A., & Nunoo, J. 
(2020). Influence of Organisational Culture on Employee Commitment: Evidence from 
Environmental Protection Agency in Ghana. International Journal of Technology and 
Management Research, 5(3), 45 57. https://doi.org/10.47127/ijtmr.v5i3.100 
Elizabet, B., & Anggrain, N. (2021). THE RELATIONSHIP BETWEEN WORKLOAD AND 
WORK ENVIRONMENT ON EMPLOYEE PERFORMANCE AT PT. ALLIANZ LIFE 
INSURANCE INDONESIA CRM DIVISION IN THE PANDEMIC PERIOD OF COVID-19. 
Fundamental Management Journal, 6(2), 30 50. 
Ewen, R. B., Smith, P. C., & Hulin, C. L. (1966). An empirical test of the herzberg two-factor 
theory. Journal of Applied Psychology, 50(6), 544. 
Falkenburg, K., & Schyns, B. (2007). Work satisfaction, organizational commitment and 
withdrawal behaviours. Management Research News. 
Fisher, C. B. (2003). A goodness-of-fit ethic for child assent to nonbeneficial research. 
Fritzsche, B. A., & Parrish, T. J. (2005). Theories and research on job satisfaction. Career 
Development and Counseling: Putting Theory and Research to Work, 180 202. 
Gan, T. J., Diemunsch, P., Habib, A. S., Kovac, A., Kranke, P., Meyer, T. A., Watcha, M., 
Chung, F., Angus, S., & Apfel, C. C. (2014). Consensus guidelines for the management of 
postoperative nausea and vomiting. Anesthesia & Analgesia, 118(1), 85 113. 
Gebru, E. (2021). Explaining the influence of organizational culture on affective organizational 

. 
-

Its negative aspects for organizations. Procedia-Social and Behavioral Sciences, 140, 558 564.
Getahun, T., Tefera, B. F., & Burichew, A. H. (2016). 
Relationship With Organizational Commitment In Ethiopian Primary Schools: Focus On Primary 
Schools Of Bonga Town. European Scientific Journal, ESJ, 12(13), 380. 
https://doi.org/10.19044/esj.2016.v12n13p380 
Grein, J., Ohmagari, N., Shin, D., Diaz, G., Asperges, E., Castagna, A., Feldt, T., Green, G., 
Green, M. L., & Lescure, F.-X. (2020). Compassionate use of remdesivir for patients with severe 
Covid-19. New England Journal of Medicine, 382(24), 2327 2336. 
Habib, S., Aslam, S., Hussain, A., Yasmeen, S., & Ibrahim, M. (2014). The Impact of 
Organizational Culture on Job Satisfaction, Employess Commitment and Turn over Intention. 
Advances in Economics and Business, 2(6), 215 222. https://doi.org/10.13189/aeb.2014.020601
Herzberg, G., & Howe, L. L. (1959). The Lyman bands of molecular hydrogen. Canadian Journal 
of Physics, 37(5), 636 659. 
Huang, T.-C., & Hsiao, W.-J. (2007). The causal relationship between job satisfaction and 
organizational commitment. Social Behavior and Personality: An International Journal, 35(9), 
1265 1276. 
Inanlou, Z., & Ahn, J.-Y. (2017). The effect of organizational culture on employee commitment: 
A mediating role of human resource development in Korean firms. Journal of Applied Business 
Research (JABR), 33(1), 87 94.
Karem, M. A., Mahmood, Y. N., Jameel, A. S., & Ahmad, A. R. (2019). The Effect of Job 

 and Social 
Sciences Reviews, 7 (6), 332 339. 
Kassaw, E. S., & Golga, D. N. (2019a). 



 
South Asian Journal of Management Research  142            Volume 13 Number  1, 2022 

 
 

Higher Educational Setting: The Case of Haramaya University. International Journal of Higher 
Education, 8(2), 87 100. 
Kassaw, E. S., & Golga, D. N. (2019b)
higher educational setting: The case of Haramaya university. International Journal of Higher 
Education, 8(2), 87 100. https://doi.org/10.5430/ijhe.v8n2p87 
Kefyalew, B., Tafer, M., & Ayalew, M. (2020). Job satisfaction among employees of education 
offices in Assosa zone: Implication for intervention, Assosa, Ethiopia. Cogent Education, 7(1). 
https://doi.org/10.1080/2331186X.2020.1829804 
Lerner, R. M. (1982). Children and adolescents as producers of their own development. 
Developmental Review, 2(4), 342 370. 
Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership style on job 
satisfaction and organisational commitment: A cross national comparison. Journal of Management 
Development. 
Mariam, D. H., Tassew, B., Nega, A., Assefa, D., Siraw, D., Tebekaw, Y., Alemu, H., & Addisie, 
M. (2020). Expectations and satisfaction of urban health extension workers regarding their service 
delivery environment. Ethiopian Journal of Health Development, 34(2), 70 75. 
McCunn, L. J., & Gifford, R. (2014). Interrelations between sense of place, organizational 
commitment, and green neighborhoods. Cities, 41, 20 29. 
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational 
commitment. Human Resource Management Review, 1(1), 61 89. 
https://doi.org/https://doi.org/10.1016/1053-4822(91)90011-Z 
Mueller, C. W., & McCloskey, J. C. (1990). asure. Nursing 
Research. 
Nigusie, G. T. (2018). The Effects of leadership style on Organizational Commitment: The 
Mediating Role of Job Satisfaction, In Case of Oromia Forest and Wild Life Enterprise. Journal of 
Higher Education Service Science and Management (JoHESSM), 1(1). 

 Organizational commitment and psychological attachment: 
The effects of compliance, identification, and internalization on prosocial behavior. Journal of 
Applied Psychology, 71(3), 492. 
Peterson, R. A., & Wilson, W. R. (1992). Measuring customer satisfaction: fact and artifact. 
Journal of the Academy of Marketing Science, 20(1), 61 71. 
Petty, M. M., McGee, G. W., & Cavender, J. W. (1984). A meta-analysis of the relationships 
between individual job satisfaction and individual performance. Academy of Management Review, 
9(4), 712 721. 
Pinho, J. C., Rodrigues, A. P., & Dibb, S. (2014). The role of corporate culture, market 
orientation and organisational commitment in organisational performance: The case of non-profit 
organisations. Journal of Management Development, 33(4), 374 398. 
https://doi.org/10.1108/JMD-03-2013-0036 
Raju, P. M., & Srivastava, R. C. (1994). Factors contributing to commitment to the teaching 
profession. International Journal of Educational Management. 
Roodt, G., Rieger, H. S., & Sempane, M. E. (2002). Job satisfaction in relation to organisational 
culture. SA Journal of Industrial Psychology, 28(2), 23 30. 
Saiyadain, M. S., & Khanna, S. (2007). Use of Human Respondents in Research: Concerns and 
Coping Strategies. Indian Journal of Industrial Relations, 43(2), 254 268. 
Samuel, M. O., & Chipunza, C. (2009). Employee retention and turnover: Using motivational 
variables as a panacea. African Journal of Business Management, 3(9), 410 415. 
Sarpong, S. A., Akom, M. S., Kusi-Owusu, E., Ofosua-Adjei, I., & Lee, Y. (2021). The role of 
commitment in the relationship between components of organizational culture and intention to 
stay. Sustainability (Switzerland), 13(9), 1 15. https://doi.org/10.3390/su13095151 
Sashkin, M., & Rosenbach, W. E. (1990). Organizational culture assessment questionnaire. 
Marshall Sashkin. 
Schein, E. H. (1983). The role of the founder in creating organizational culture. Organizational 
Dynamics, 12(1), 13 28. 



 
South Asian Journal of Management Research  143            Volume 13 Number  1, 2022 

 
 

Schein, E. H. (2010). Organizational culture and leadership (Vol. 2). John Wiley & Sons. 
Scholl, R. W. (1981). Differentiating organizational commitment from expectancy as a motivating 
force. Academy of Management Review, 6(4), 589 599. 
Shahzad, F., Iqbal, Z., & Gulzar, M. (2013). Impact of organizational culture on employees job 
performance: An empirical study of software houses in Pakistan. Journal of Business Studies 
Quarterly, 5(2), 56. 
Sharoni, G., Tziner, A., Fein, E. C., Shultz, T., Shaul, K., & Zilberman, L. (2012). 
Organizational citizenship behavior and turnover intentions: Do organizational culture and justice 
moderate their relationship? Journal of Applied Social Psychology, 42, E267 E294. 
Shipton, H., West, M. A., Dawson, J., Birdi, K., & Patterson, M. (2006). HRM as a predictor of 
innovation. Human Resource Management Journal, 16(1), 3 27. 
Sithi-Amnuai, P. (1996). How to build corporate culture. Asian Institute of Management (1996) 
The CEO and Corporate Culture. Philippines: Asian Institute of Management. P29-44. 
Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and consequences (Vol. 
3). Sage. 
Stanton, J. M., Sinar, E. F., Balzer, W. K., & Smith, P. C. (2002). Issues and strategies for 
reducing the length of self report scales. Personnel Psychology, 55(1), 167 194. 
Tsai, Y. (2011). Relationship between Organizational Culture, Leadership Behavior and Job 
Satisfaction. BMC Health Services Research, 11(1), 98. https://doi.org/10.1186/1472-6963-11-98 
Wallach, E. J. (1983). Organizations: The cultural match. Training and Development Journal, 

37(2), 29 36. 
Weiss, D. J., Dawis, R. V, & England, G. W. (1967). Manual for the Minnesota satisfaction 
questionnaire. Minnesota Studies in Vocational Rehabilitation. 
Wiener, Y. (1982). Commitment in organizations: A normative view. Academy of Management 
Review, 7(3), 418 428. 
Xuetao, Y., Yu, W., Dongbai, S., & Hongying, Y. (2008). Influence of pulse parameters on the 
microstructure and microhardness of nickel electrodeposits. Surface and Coatings Technology, 
202(9), 1895 1903.
 
VIII.   Acknowledgments 
 
First of all, I would like to thank the Ethiopian Civil Service University, RPCO, for funding this 
piece of research. I greatly acknowledge those who gave me the necessary information during data 
collection. Last but not least, I would like to extend my gratitude appreciation those who gave me 
constructive and valuable comments during the proposal review session. 
 

 

************* 
 
 
 
 
  


