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ABSTRACT 

 

   Organizational culture is an important field in academic research and practical 

management. But study of organizational culture in the technical service industry 

has not given enough attention. Relationship between organizational culture, 

employee motivation and job satisfaction in China’s telecommunication industry 

was neglected in realm of academic and administration. Accessing the relationship 

of organizational culture, employee motivation and job satisfaction in China’s 

telecommunication industry has a profound meaning. Applying the revised 

Organizational Culture Profile (OCP) and Herzberg’s motivator, an integrated 

questionnaire was designed and distributed to respondents who are working in the 

China’s telecommunication industry. 430 samples were collected from respondents 

who are working in three state-own companies, China Mobile, China Telecom and 

China Unicom. The study reported higher reliability with Cronbach's Alpha closed 



   II 

0.902. By using confirmatory factor analysis (CFA), this study found that all thirty 

two items were loaded well on eight factors of organizational culture; thirty items 

were loaded well on six factors of employee motivation and ten items loaded well on 

job satisfaction. Structural equation modeling (SEM) test results show good model 

fit as organizational culture can predicted 90% variance of employee motivation and 

31% variance of job satisfaction. But employee motivation has not significant and 

direct effect on job satisfaction in this study. Therefore, organizational culture can 

be a predictor of job satisfaction and employee motivation. Constructing strong 

organizational culture can be a valid management strategy to improve employee’s 

motivation and job satisfaction.  

 

Keywords: Organizational Culture; Employee Motivation; Job Satisfaction; 

Revised Organizational Culture Profile (OCP); Motivator. 
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CHAPTER 1 

INTRODUCTION 

 

With competition among corporations more severe than before, human 

resources received more attention in realm of academic and in the work place. 

Corporate management team dedicated to improve corporate performance and 

competitiveness through various strategies. Researchers also concentrate on working 

on management and made great achievements by highlighting organizational culture 

and employee are significant assets for an organization. Study organizational culture 

has a significant meaning in improving organizational performance and 

competitiveness.   

 

1.1 Background of Research 

Organizational culture has become an important field in academic research 

(Schein, 2010). It plays a vital role in responding to organizational identity threats 

(Ravasi &Schultz, 2006), knowledge management (Ismail 2007, Zheng 2010 & 

Alavi 2005), market orientation and firm performance (Deshpandé and Farley, 2004) 

as well as the change of organizational culture (Cameron &Quinn, 2005). Alvesson 

(2002) indicated that organizational culture can be linked to corporate performance, 

business administration and leadership. It has a direct impact on employee 

motivation (Egan, 2004; Sokro, 2012) and job satisfaction as good rewarding system 
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and recognition can significantly enhance employee’s motivation and performance 

(Govindarajulu, 2004).  

Employee motivation or working motivation has been attracting more 

attention in realm of academic and management for years. Scholars developed their 

theories of motivation from different perspectives. Most well know motivation 

theories include Maslow’s(1943) Need Hierarchy, Alderfer’s(1969) ERG Theory, 

Herzberg’s(1968) Two Factor Theory, Vroom’s(1964) Expectancy Theory and 

McClelland’s Three-Needs Theory, etc. Recent study of employee motivation 

mainly focus on employee retention (Ramlall, 2004; Mak &Sockel, 2001), 

relationship with job satisfaction and corporate culture (Roos & Van Eeden, 2008) 

and in predicting employee pro-environmental behaviors (Graves, Sarkis, & Zhu, 

2013), etc.  

Study of job satisfaction or employee satisfaction can date back to 1930s as 

Hoppock (1935) defined job satisfaction as any combination that can cause a person 

truthfully to say, I am satisfied with the job. To study and measure job satisfaction, 

scholars provided large number of instruments, such as Hackman and Oldham’s 

(1975) Job Characteristics Model (JCM Model), Smith’s (1969) Job Description 

Index(JDI) and Minnesota Satisfaction Questionnaire (Weisset al., 1967). Recently, 

research of employee job satisfaction accessed its relationship with job performance 

(Judge, et al.,2001) and employee attitudes (Saari & Judge, 2004) and determining 

factors (Judge, Heller & Mount,2002), etc. 
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Actually, recent study had found that organizational culture can somehow 

impact on employee’s performance and behaviors. For example, Toby, Baiyin and 

Kenneth (2004) examined the relationship between organizational learning culture, 

job satisfaction and employee motivation with sample of the United States 

information technology (IT) employees, their study indicated that organizational 

learning culture has positive impact on job satisfaction and motivation to transfer 

learning. But organizational learning culture and job satisfaction have negative 

influence on turnover intention. Moreover, different types of organizational culture 

will affect the level of job satisfaction. Collective culture and flexible culture have 

positive relationship with job satisfaction while market and hierarchy culture have 

negative correlation with job satisfaction (Lund, 2003).  

Obviously, relationships between organizational culture, employee 

motivation and job satisfaction have become a vital issue in both management and 

academic research as increasing research show up. It is critical to match motivation 

and satisfaction drivers when constructing organizational culture by developing 

distinct organizational system, such as reward system, job design and performance 

as well as resource allocation processes can manage employee’s performance 

(Nohria, 2008). As rational job design can light up employee’s motivation, in turn 

motivation affects actions and identities (Grant, 2007).  
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1.2 Chinese Telecommunication Industry 

Chinese telecommunication industry has experienced extraordinarily rapid 

development in recent decades. From 1985 to 1990, the average annual growth rate 

of telecommunication industry was more than twice than the growth of GDP. In 

1990s, the annual average growth rate was more than 45 per sent compare to the 

previous years. In 1997, the telephone network became the second largest in the 

world with the switch capacity amounted to more than 110 million lines (MII, 1997). 

By the end of 2001, online internet users had reached 15.8 million and there were 

317 million telephone users, of which include 140 million mobile phone service 

users (Guan, 2003). By the end of 2003, mobile phone users reached 250 million or 

so, which was the largest in the world (MII, 2003).  

Nowadays, China Mobile, China Unicom and China Telecom are three 

leading corporations in this industry as they gained the majority of 

telecommunication market share, achieved great development and most well knew 

by customers. China Mobile Limited (together with its subsidiaries) was 

incorporated in 1997 and listed on the stock market in the same year. The company 

possessed the world’s largest mobile network and customer base with more than 50 

subsidiaries all over the China. By the end of 2015, the group owned 438,645 staffs 

and customer base had reached 826 million. Founded in 2002, China Telecom 

Corporation Limited (together with its subsidiaries) is one of the largest integrated 

information service operators provide fixed-line or wire-line phone, mobile phone, 
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and internet broadband services in China. By the end of 2015, the company had 

approximately 134 million wire-line access lines, about 113 million wire-line 

broadband subscribers and about 198 million mobile subscribers. In 2013, total 

employees of China telecom had reached 306,545.  China United Network 

Communications Group Co., Ltd. (China Unicom) was officially established in 2009 

by merging former China Netcom and former China Unicom. The group’s 

subsidiaries distribute in 31 provinces of China and many countries and regions 

around the world. In the end of 2012, total assets of the Company had reached 

576.072 billion RMB and the number of employees stood at 294,800. On March 

2013, company customer database had reach 403 million. 

Although China’s telecommunication industry expanding fast, there are 

various challenges both from internal and external. Liang, Ma, and Qi (2013) 

suggested that service and service quality are almost new concepts for customer as 

China’s economy met many obstacles in transforming planned economy to market 

economy. Chinese customers concerns more about product quality instead of service 

quality and service encounters. But on the other hand, as typical service providers in 

telecommunication industry, China Mobile, China Telecom and China Unicom not 

only focus on product quality but also concern provide higher quality service to their 

customers and gain feedbacks from them. For example, in China Mobile 2012 

annual report, it states that network quality is the lifeline for telecommunications 

companies and customers are the company’s priority, quality service is the 
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company’s principle. No matter from the perspective of customer or service provider, 

it implies that service and service quality are important issues in nowadays business 

development. 

However, subjects who provide service to customer are easy to be ignored in 

this industry when these telecommunication companies pay attention to improve 

service quality. High turnover rate became urgent problem even though it offers 

great attractiveness and opportunities. A survey conducted by Nasdaq-listed human 

resources service provider 51job.com, asked more than two million employees and 

more than 300 human resources managers in 26 Chinese cities about their attitudes 

toward job hopping. The results show that high-tech companies in 

telecommunication and information technology industries reported the highest 

turnover rate of 23.5 percent on average in 2014, compared with 15.4 percent in 

2004. Data published in the news of 21
st
 century economy report implied that there 

was less than 3000 employees resign from China Telecom and China Mobile before 

2013, less than 1% of the total number of employee. But the number increased to 

5000 in 2014, and more than 10,000 in 2015(21jingji.com). According the data, it 

can be concluded that turnover rate of these telecommunication operators have 

increased significantly every year. Lower job satisfaction, lack of working 

motivation, unsatisfied with current pay may lead to high turnover and poor 

performance. Therefore, it is essential to solve these problems by studying job 

satisfaction and employee motivation in China’s telecommunication industry and 
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build strong organizational culture which help to provide employee good working 

conditions. 

1.3 Problem Statement  

Many authors had study organizational culture, job satisfaction and employee 

motivation from various perspectives, but conclusions are rather fragmented, 

especially for the complicate links between them still not received enough attention 

from neither researchers nor managers of business organization. Only recent study 

have found that there is a positive correlation between job satisfaction and employee 

motivation (Singth & Tiwari, 2011; Nadia & Shagufta, 2011; Aziri, 2011) as job 

satisfaction increase the motivation also increase and vice-versa (Singh & Tiwari, 

2012). Therefore, further researches are indispensable as broad space remain 

unexplored and general understanding need to be generated. To assess 

organizational culture, employee motivation and job satisfaction have incontestably 

become a primary topic for urgent and further study. 

In addition, empirical studies take a dis-aggregated approach to assess 

organizational culture. Previous research of Organizational Culture Profile(OCP) 

that developed by O’Reilly, Chatman and Caldwell(1991) mainly focus on the 

context of  the United Stated, European (Belgium), Australia (O'Reilly, Chatman & 

Caldwell,1991; Sheridan,1992; Chatman & Jehn,1994; Vandenberghe,1999; Sarros, 

et al.,2005), but less study have apply OCP in the Chinese context, let alone Chinese 

telecommunication industry.  
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Thirdly, few empirical studies pay attention to the rather neglected aspect of 

customer orientation in measuring organizational culture, especially in the service 

industry. But when it comes to practical situations, majority corporations try to 

improve service quality by satisfying customer’s preference. For example, in the 

comprehensive business hall of China Mobile, customers were asked to give a 

feedback by click the button in front of service counter after they received service. 

But subjects who provide service to the customer are easily neglected by most of the 

companies. How to improve employee satisfaction and retention are vital issues for 

business management as job satisfaction directly related to service quality (Alshallah, 

2003). Therefore, customer orientation should be one of the most important points in 

study China’s telecommunication industry. 

Finally, empirical research of organizational culture mainly focus on studying 

manufacture industry, few study focus on service industry, such as China’s 

telecommunication industry. Cultural construction is fundamental in corporate 

development, especially in the customer service industry. People orientation and 

technological innovation are mainly facets of this industry as it not only create large 

number of job opportunities but also provide telecommunication service to millions 

of customers. By building strong organizational culture, an organization established 

its culture systems, include composites of core values, mission, vision, behavior 

norms, and regulations, etc. These concepts can be delivered to organizational 

members in order to form common objectives and goals in their daily working life. 
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Moreover, organizational culture promoted corporate management through cultural 

catalysis. According to environmental changes, managers are capable to adjust 

management strategy, so that achieve dynamic equilibrium of strategic innovation. 

Finally, organizational culture assists in designing corporate management mode, 

organizational structure and operating process to generate sustainable development. 

1.4 Research Objectives 

The research objectives of this paper were described composites of 

organizational culture, employee motivation and job satisfaction and to examine 

their relationships. To accomplish these objectives, the writer seeks to answer three 

principle hypotheses by analyzing the primary data on quantitative methods. After 

finished the research, this study should be accomplished specific objectives as 

followings: 

Objective 1: To assess the relationship between organizational culture and 

job satisfaction. 

Objective 2: To assess the relationship between organizational culture and 

employee motivation.  

Objective 3: To assess the relationship between employee motivation and 

job satisfaction.  
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1.5 Research Questions 

Many popular management literature and academic research identified that 

organizational culture plays an important role on influencing employee’s behavior. 

Base on this view, this paper attempt to answer the following questions: 

Question 1: Whether there is correlation between organizational culture and 

job satisfaction?  

Question 2: Whether there is correlation between organizational culture and 

employee motivation?     

Question 3: Whether there is correlation between employee motivation and 

job satisfaction? 

Question 4: Which organizational culture dimension contributes most to job 

satisfaction? 

Question 5: Which organizational culture dimension contributes most to 

employee motivation? 

Question 7: Which employee dimension contributes most to job satisfaction? 

1.6 Research Significance  

This study made several contributions by study the relationship of 

organizational culture, employee motivation and job satisfaction. Firstly, general 

understanding of organizational culture, job satisfaction and employee motivation 

were generated after finishing the study according to the requirements. Three pairs 

of relationship among organizational culture, job satisfaction and employee 
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motivation were evaluated and described clearly. Secondly, the moderated version 

of O’Reilly, Chatman and Caldwell’s (1991) Organizational Culture Profile (OCP) 

was used to assess organizational culture in China’s telecommunication industry. 

Based on the OCP model, the writer add one more dimension (customer orientation) 

in identify aspects of organizational culture in the service industry. Thirdly, research 

findings and conclusions will enrich current literature of organizational culture and 

draw more attention to study this topic or relative aspects. It will help to emphasize 

the important of organizational culture in academic research, arouse more study to 

test and apply the previous theories and concepts.  

Last but not least, by collecting data from the generally neglected but 

important industry such as China’s telecommunication industry, it helps to verify the 

universality of relevant research findings in a developing country, China. This study 

complements related studies in both academic and practical spheres by collecting the 

data of China’s telecommunication industry.  

1.7 Expected Benefits 

Study the relationship of organizational culture, employee motivation and job 

satisfaction expected to attract further study and application in different business 

situations. On the other hand, by collecting data of China’s telecommunication 

industry, it can help to diagnose the existing problems of corporate management. 

Managers can analyze the cause and effect of higher turnover rate as it is the 

evidence to judge how organizational culture and corporate strategy influence 



 

 
12 

 

employee’s daily activities. Studying the influence of organizational culture on 

employee can be the guidance for top managers when they are making important 

decisions. And also help to bring forward strategies in constructing corporate culture, 

completing compensation system and improving employee’s performance for the 

company. Recommendations and suggestions can help to solve some problems in 

this industry. On the other hand, employees who are working for the China Mobile, 

China Telecom and China Unicom can enjoy better working conditions by sharing 

strong organizational culture. Customers are expected to receive higher quality 

service when service provider adjusting their working attitudes and motivations 

toward their jobs. In summary, this study expects to bring benefit for various people 

and organizations both theoretically and practically. 

1.8 Operational Concepts 

Organizational culture: Organizational culture is a sets of “artifacts, values 

and assumptions” that shared by the organizational member (Schein, 2004, 2010).  

Job satisfaction: Job satisfaction refers to“an affective or emotional reaction 

to one’s job, resulting from the incumbent’s comparison of actual outcomes with 

those that are desired (expected, deserved and so on.)”(Cranny, Smith & Stone, 

1992). 

Employee Motivation: Motivation is the willingness that stimulated 

individual’s effort in order to satisfy some individual needs (as cited Marjaana, 2007: 

21). This kind of willingness can directly influence individual’s behavior.  
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1.9 Thesis Structure 

This paper consists of five chapters. The first chapter is statement of study 

background, research questions, objectives and study significance. Chapter two is 

literature review in which some relevant literature and basic concepts are available 

to establish a conceptual framework required to complete the research. Definitions 

and relevant theories of organizational culture, employee motivation and job 

satisfaction will be sated clearly. In the third chapter, research methodology which 

include research design, questionnaires and data analyze methods will be statement 

by sections. Chapter four describe data analysis by using various research methods 

and presenting research findings. Data collected from China’s telecommunication 

industry will be analyzed by specific technics. Chapter five was described research 

findings and presented study shortages. Based on the research findings, 

recommendations will be given for organizational management by construct strong 

organizational culture and carry out further research about this topic. 
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CHAPTER 2 

LITERATURE REVIEW 

 

Most of business researchers and managers are seeking ways to maintain 

excellent organizational culture not only for improving employee’s motivation and 

job satisfaction but also organizational performance. Concepts and theories will be 

mentioned and stated clearly before assessing the relationship of organizational 

culture, employee motivation and job satisfaction. Conceptual framework and 

hypothesis were given after reviewing relative literature and research findings in this 

chapter.  

2.1 Organizational Culture 

Organizational culture is believed to be a useful way to improve industrial 

competitiveness, performance and affect manager’s decision making. Each 

organization has unique culture that make it distinguished from rivals. Numerous 

research literature of organizational culture provide them rich information and 

specific advice to construct their organizational culture according to their company’s 

situation.  

2.1.1 Definition of Organizational Culture 

Organizational culture or corporate culture is a popular topic in both 

academic and managerial fields for a long time. Currently, there is not a single 
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definition about organizational culture, but many authors devoted to this realm had 

provided large number of definitions from different perspectives. For example, 

Verbeke, Volgering and Hessels (1998) in order to exploring the conceptual 

expansion of organizational culture and climate, they had summarized and cited 

various works of organizational culture. In this study, the writer concluded some 

typical definitions of organizational culture based on empirical literature as Table 1 

shows.  

Table 1 Definition of Organizational Culture 

Definition Source 

Culture refers to the collective programming of the mind that made the members of one 

group or category of people distinguishes from others. 

Hofstede (1980) 

Organizational culture is a complex set of values, beliefs, assumptions, and symbols that 

define how a firm conducts its business. 

Barney (1986) 

Organizational culture refers to “the pattern of beliefs, values and learned ways of coping 

with experience that have developed during the course of an organization’s history, and 

which tend to be manifested in its material arrangements and in the behaviors of its 

members.” 

Andrew (1998) 

Organizational culture is “a whole of philosophies, valuables, assumptions, hopes, and 

approaches incorporating entire organization”.  

Lemken, et al.,(2000) 

Organizational culture refers to a “patterns of interpretation composed of the meanings 

associated with various cultural manifestations, such as stories, rituals, formal and informal 

practices, jargon, and physical arrangements”.  

Martin 

(2002,p330) 

Organizational culture is created by organizational members to represent their values, beliefs 

as well as practices.  

Needle, (2004,p238) 

Organizational culture is a sets of artifacts, values and assumptions that shared by the 

organizational member. 

Schein 

(2004,2010) 

Organizational culture is a collection of values, beliefs, behaviors, customs, and attitudes that 

helps the members of the organization understand what it stands for, how it does things, and 

what it considers important. 

Ricky (2007) 

Organizational culture is a set of symbolism-of rituals, myths, stories and legends- and the 

interpretation of evens, ideas, and experiences that are influenced and shaped by the groups 

within people’s life. 

Alvesson (2012) 

Organizational culture is a descriptive term that focus on employees perception of an 

organization’s characteristics, and not relevant whether they like the organization or not. 

Robbins (2013) 
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Although there is not a single definition of organizational culture, we can see 

that there is consensus that organizational culture at least contains factors of 

employee’s values, assumptions, beliefs, norms, etc. (Barney,1986; Andrew 

1995,1998; Needle,2004; Schein, 2004, 2010; Ricky, 2007). Organizational culture 

can at least divide into four layers, namely, physical structures, organizational 

behavior, organizational norms or regulations and organizational spirits. First of all,                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                    

physical structures are the artifacts that created by organizational members, for 

example, working building, office layout, stationery, logo, working uniform, etc. 

(Schein, 2004, 2010). It is the substantial level of an organization, and the basic 

condition that form the organizational norms and spirits. Secondly, organizational 

behavior is the diary activity which included production and operation as well as 

recreation that happened between the organizational members (Andrew, 1995, 1998). 

The third level of organizational culture is the norms or regulations that connect the 

organizational physics and spirituals as a whole, which used to supervise and 

promote organizational members performance. It requires organizational members 

comply with the management system, discipline and professional morals. Finally, 

the highest level of organizational culture is the organizational spirits, which formed 

from long time practice, include core values, brief, assumption, consensus and 

psychological set that shared by the organizational members(Ricky,2007; 

Barney,1986; Lemken, et al., 2000).  
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 Organizational culture can be visible an invisible according to different 

contents. Visible organizational culture is the artificial objects that create by human 

beings, such as symbols (logo, label, attire, song, etc.), working environments 

(working buildings), norms and management and operation behaviors. Invisible 

organizational culture is the fundamental part of an organization, such as values, 

assumptions and team spirit. Organizational members are guiding by these unspoken 

set of core values in what they do and how they make sense to other’s actions 

(McDermott & O'dell, 2001). Both tangible and intangible parts of organizational 

culture unite an organization as a whole that leading organizational members’ daily 

activities.  

2.1.2 Theories of Organizational Culture 

  Study of organizational culture can date back to 1980s, academic 

researchers have proposed various dimensions and factors that consists of 

organizational culture. Models and instruments were available to measure and 

diagnose organizational culture. For example, Hofstede (1984, 2001) made a great 

contribution in study work-related cultural values in different countries. His four 

work-related cultural dimensions, including power distance, uncertainty avoidance, 

individualism-collectivism, and masculinity-femininity had been regarded as a 

paradigm in the realm of study cross culture. Power distance reflects the degree to 

which hierarchy and unequal distributions power distance between superiors and 

subordinates. Organizational hierarchy is obvious in high power distance while low 
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power distance organizations tend to have a flat organizational structure. 

Uncertainty avoidance is the tolerance with ambiguous situations and the extents of 

efforts an individual try to make to reduce or avoid these situations. High 

uncertainty avoidance organizations trend to publish more written rules while low 

uncertainty avoidance organizations are on the opposite. Individualism-collectivism 

is the degree to which individuals are integrated into the groups. Societies scored on 

high individualism values, personal improvements, goals, autonomy and privacy. On 

the contrary, in the collective society, people value group goals and objectives over 

personal preferences. The fourth dimension, masculinity or femininity defines the 

degree of gender roles in the organization. In a masculine society, social gender 

roles are distinct that males tend to dominant a significant portion of the society and 

power structure. In a feminine society, the differentiation and inequity between 

genders are not conspicuous than masculine society. Both males and females are 

treated equally and concerned with quality of life modestly.    

Schein (2010) classified organizational culture into three levels: artifacts, 

espoused beliefs and values as well as basic underlying assumptions. Artifacts is 

something that created by organizational members and can be classify into three 

groups: the objects, such as logo, uniform, building, etc.; verbal expressions include 

stories, slogans, jargon and the like; activities, for instance, meeting, ceremony, 

games, reward and so on. The value is the core of organizational culture and the 

guideline of operation management and strategic decision making. It is the mainly 
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principle of organizational member’s priority and working actions. Assumptions are 

the intangible elements of organizational culture, such as the “unspoken rules” that 

the organizational members notify. It is hardly identified by personal cognition in 

organizational members’ everyday communication.   

 Denison, Haaland and Goelzer (2004) divided organizational culture into 

four dimensions, namely, adaptability, consistency, involvement and mission. 

Adaptable organizations can well adapt to internal and external change, to take risks 

and to learn from mistakes. They are able to change or redesign themselves 

continuously for survival (as cited in Fey, Denison, 2003). Good structured and 

effective organizations are highly consistent, well integrated and coordinated as core 

values guiding member’s behavior. Supervisor and subordinate are easy to reach a 

consensus even there may be various opinions. As a result, highly consistent 

organization tended to be more stable and integrated. Moreover, organizations with 

strong culture empower employees of all levels devote themselves to their jobs and 

feel strong ownership. Executives, managers, and other employees seems highly 

committed to the organization emotionally as they feel that their works will directly 

connected to the organizational goals or objectives(as cited in Denison, Haaland & 

Goelzer, 2003). Last but not least, successful organizations have a clear sense of 

purpose and direction that define organizational goals and strategic objectives and 

expresses a vision of how the organization will look in the future (Mintzberg, 1987, 

1994; Ohmae, 1982; Hamel & Prahalad, 1994). When an organization’s underlying 
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mission changes, changes also occur in other aspects of the organization’s culture 

(Dorfman& Mobley, 2003).  

 Deal and Kennedy (2000) suggested there were four dimensions that 

playing key roles in creating organizational cultures, namely, values, heroes, rites 

and rituals, and communication networks. Values are general criteria, standard, or 

principles that guide the behavior of organization members (Jones, 2010). Heroes 

are born and created by noticing and celebrating memorable moments that occur in 

the daily life of an organization. They are the role models and symbols of an 

organization that perpetuate the organization’s underlying values and set 

performance standards that motivate organizational members achieve company’s 

goals and objectives. Another important aspect in creating organizational cultures is 

the everyday activities and celebrations that most successful organizations feel these 

rituals and symbolic actions should be managed through rites and rituals, recognition 

of achievement. Finally, stories or myths of heroes are transmitted by means of the 

communications network. This network is characterized by various individuals who 

are playing a role in creating organizational culture. Each institution has their 

storytellers, such as priests, whisperers, gossipers and spies. They are playing a key 

role in building and maintaining an organization’s culture by interpreting the 

information that influence the perceptions of others. It should be noted that 

communication network plays a vital role in creating an institution’s organizational 

culture.                                                                                                                                                                                                                                                                                                                                                                                                          
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Cooke and Lafferty (1983) designed Organizational Culture Inventory (OCI) 

for measuring organizational culture. It consists of 120 items (hand-scored) or 96 

items (computer-scored) that used to measures the “operating cultures” of 

organization (Landis, Bennett & Bennett, 2003). OCI elaborated the constructive 

culture style, defensive culture styles and world competitiveness at the 

organizational and social level. A large number of researches applied the OCI to 

illustrate the significance of assessing and managing culture with validity and 

reliability have been tested and proved (Cooke&Szumal, 1993; Acumen 

International, 2000). 

Developed by Glaser, Zamanou and Hacker (1987), Organizational Culture 

Survey (OCS) provides a snapshot of the organization from seven critical 

dimensions: include teamwork, morale, information flow, employee involvement, 

supervision, meetings and customer service. These seven elements empower to 

analyze the strengths and weakness of functional departments and units (Falcone, 

2005). The survey results are available for organizations constructing their culture 

by developing proper strategies and work plans. 

Organizational Culture Assessment Instrument (OCAI) is a typical 

organizational culture assessment model. Some scholars illustrated that 

organizational culture should be diagnosed and changed from six dimensions, 

namely, dominant characteristics, organizational leadership, management of 

employees, organizational glue, strategic emphases and criteria of success(Quinn & 
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Spreitzer,1991; Quinn & Cameron, 2005). The OCAI consists six items with each 

item has four alternatives. Respondents were asked to divide 100 points into these 

four alternatives depending on the extent to which each alternative is similar to your 

own organization. Scoring a higher point to the alternative that you think it is most 

similar to your organization. In question one, for instance, if you think alternative A 

is very similar to your organization, alternative B and C are somewhat similar, and 

alternative D is hardly similar at all, you might give 55 points to A, 20 points to B 

and C, and five points to D. Just be sure your total equals 100 points for each 

question. It is the most popular cultural diagnosed instrument that used by over 

thousands of organizations. 

2.1.3 Empirical Study of Organizational Culture Profile (OCP) 

In this study, Organizational Cultural Profile was used to access the Chinese 

telecommunication industry. Initially developed by O'Reilly, Chatman, and Caldwell 

(1991), Organizational Culture Profile (OCP) was used to access person-culture fit. 

Fifty-four items of value statements can be sorted by respondent base on the 

"Q-sort," or template-matching approaches. Five separated groups of respondents 

were participated in the study: 1)131 M.B.A. freshmen who study at a U.S. west 

coast university, 2) 93 M.B.A. student at a mid-western university, 3) new accounts 

at eight of the largest U.S. public accounting companies, 4) 96 certified public 

accountants from major counting companies in west central of the U.S., 5) 730 

middle-level managers worked in government agency. The results reported an 
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average reliability coefficient is 0.88. Eight dimensions can be defined in 

organizational culture: 1) innovation and risk tasking, 2) attention to detail, 3) 

orientation toward outcomes or results, 4) aggressiveness and competitiveness, 5) 

supportiveness, 6) emphasis on growth and rewards,7) collaborative and team 

orientation, and 8) decisiveness.  

Chatman and Jehn’s (1994) study supported the results by investigating 

household goods carriers, consulting, and the postal services industries of the United 

States. All 54 values statements were retained (O’Reilly, Chatman, and Caldwell, 

1991). Reliability test results presented the reliability range from .65 to .87 with 

median equal to.74. Validity test results shown significant positive correlation(r=.28, 

p<.05) between person-organization fit. Although Chatman and Jehn’s (1994) study 

results supported the OCP, it can’t be guarantee that the predictive validity would be 

confirmed in other industries or outside the United Stated (Vandenberghe, 1999). 

Empirical study has revised the OCP by reducing the number of items. Cable 

and Judge (1996) suggested that similar items should be grouped together and 

unique one should be retained. Later Cable and Judge (1997) revised and shortened 

the original OCP that consisting of 40 items. Their study reported overall test-retest 

reliability of .87. This abbreviated version of OCP was applied by Vandenberghe 

(1999) in a European context (Belgium) with a different occupational setting (health 

care industry).  
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In order to overcome the limitations of the Q-sort methodology used in 

earlier versions, Sarros, et al., (2005) developed an user friendly method of 

Likert-type scale in studying Australia-wide sample of executives (N = 1918). The 

revised version of the OCP is a shortened version which consists of 28 items to 

established seven dimensions (competitiveness, social responsibility, supportiveness, 

innovation, emphasis on rewards, performance orientation and stability). The results 

reported a Cronbach’s alpha coefficient of 0.75 due to the item reduction.  

 In addition of adopted dimensions of OCP, customer orientation which 

derived from Deshpande, Farley and Webster(1993) should be apply in this study 

considering the search context is China’s telecommunication industry. Many authors 

suggested that customer orientation (also referred as “customer focus” or “market 

orientation”) is a fundamental part of organizational culture (Kohli & Jaworski 1990; 

Narver & Slater 1990; Deshpande, Farley &Webster, 1993). It is a set of belief and 

activities that directed to create and satisfy customers through continuous needs 

assessment. In order to achieve a sustainable developing enterprise, customer’s 

interest should be put at first, and other shareholder’s interest, such as managers and 

employees should both excluded (Deshpande, Farley &Webster, 1993; Deshpande 

& Farley 1998). Therefore, simply focus on dimensions of OCP is inadequate 

without considering more deeply rooted values and beliefs of customer that can be 

consistently reinforce such a customer focus organization.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                 
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2.2 Job Satisfaction 

As mentioned above, employees in Chinese telecommunication industry 

show increasing turnover rate with job satisfaction reduced. As an economic 

variable, job satisfaction or employee satisfaction had been attracted more attention 

in realm of academic and management with economic developing rapidly. 

Improving job satisfaction can validly reduce turnover rate with an individual 

satisfied with their job, the less likely they are to resign.  

2.2.1 Definition of Job Satisfaction 

 There is no a general agreement in define job satisfaction as various stated 

their opinions from different perspectives. Before an authoritative definition of job 

satisfaction can be given, empirical and representative works must be considered. 

Therefore, in this study, the writer classified three types of job satisfaction 

definitions, namely, overall satisfaction, expectation discrepancy and frame of 

reference.  

Overall satisfaction is employee’s comprehensive reflection to their jobs and 

the working environment factors. It suggests that job satisfaction is an unitary 

concept, a psychology feelings that impact individual’s behavior (Saiyadian, 2009). 

For example, primary industrial psychologist Hoppock (1935) defined that job 

satisfaction as “any combination of psychological, physiological and environmental 

circumstances that cause a person truthfully to say, I am satisfied with the job” 

(Srivastava, 2005, p106). Vroom (1964) focused on the role of employee in their 



 

 
26 

 

workplace and defined job satisfaction as emotional orientations toward their current 

job roles. Seal and Knight (1988) suggested that job satisfaction refers to the overall 

emotional or evaluation responses from employees to their jobs. We can see that job 

satisfaction is an emotional response that can predict employee’s working behaviors 

(Maierhofer, 2002). 

Expectation discrepancy viewed job satisfaction as the difference between 

work expectations and intrinsic values that employee perceived from their jobs. The 

smaller of the difference, the more satisfied of employee experience from their jobs, 

vice versa (Porter & Lawlar, 1968). Locke (1976) said that job satisfaction is the

“pleasure emotional state resulting from the appraisal of one’s job as achieving or 

facilitating one’s job values. Job dissatisfaction is the unpleasant emotional state 

resulting from the appraisal of one’s job as frustrating or blocking the attainment of 

one’s values (p317). Smith, Kendall and Hulin (1969) described job satisfaction as 

“feelings or affective responses to facets of the situation”. But they also illustrated 

that specific examples encountering in measuring any attitudes are problems in 

measuring job satisfaction. Cranny, Smith and Stone (1992) defined job satisfaction 

as “an affective or emotional reaction to one’s job, resulting from the incumbent’s 

comparison of actual outcomes with those that are desired (expected, deserved and 

so on.)”. 

Frame of reference serves as a comparison for other points and provides 

meanings. Employee’s feeling of job satisfaction affected by personal frame of 
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reference while the latter influenced by all the situations and experiences one has 

had and the possible alternative available to them best or worst jobs they can 

imagine. For example, Schultz (1982) viewed that job satisfaction encompasses the 

positive and negative feelings and attitudes that people have for their jobs, and that 

these depend on many work-related characteristics, but also on personal 

characteristics, such as age, gender, health and social relationships. Job satisfaction 

is an affective or emotional response toward one's job (Kreitner & Kinicki, 1992). 

Moreover, job satisfaction is an end-state of feeling which may influence subsequent 

behavior (Saiyadian, 2009). If employees satisfied with their job, they tend to work 

even harder than before. But if they are unsatisfied with their current job, low 

performance, resign or other unfavorable behaviors may emerge.  

In summary, definition of job satisfaction has visibly evolved through several 

decades, but most versions share the consensus that job satisfaction is a work-related 

positive emotional reaction. Overall satisfaction suggested job satisfaction is simply 

reflects employee’s affection or feeling to the jobs without considering the cause of 

job satisfaction. Expectation discrepancy underline the difference between 

expectation and actual values an individual acquired from their jobs while job 

characteristics were neglected. Frame of reference suggested that job satisfaction is 

an individual attitude towards his job, which affected by various factors, including 

work conditions, personal factors and job itself. These type of definitions were 

widely applied in study job satisfaction.    
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2.2.2 Previous Study of Job Satisfaction  

It seems that there was less consistency when talking about the causes of job 

satisfaction. Early traditional theories viewed job satisfaction as a single bipolar 

continuum with satisfaction on one side and dissatisfaction on the other. Later 

revisions of job satisfaction theory included a two-continuum model that placed job 

satisfaction on the first scale and job dissatisfaction on the second (Brown, 1998). 

There are large number of job satisfaction theories or studies provide essential 

framework to clearly illustrate factors affect employee’s job satisfaction and job 

characteristics as well as relationship between employees and their job,  

Ellickson and Logsdon (2002) collected data from over 1200 full time 

municipal employees in order to study variables of job satisfaction. By using 

multiple regressions, their results showed that 11 environmental factors such as 

promotion, pay and benefits, performance, equipment and resources, training, 

workload, supervisor are significantly and positively related to overall job 

satisfaction of municipal employees. However, demographic factors are less 

relatively in predicting job satisfaction.  

Judge, Heller and Mount (2002) study how five-factor model of personality 

also known as the Big Five (Goldberg, 1990) impact on job satisfaction based on a 

meta-analysis method. They suggested that Neuroticism has the strongest correlation 

with job satisfaction and followed closely was conscientiousness and extraversion. 

While openness to experience indicated has a week impact on job satisfaction. 
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Employee’s personality can be a significant caused of job satisfaction according to 

Jude, Heller and Mount’s (2002) study. 

Factors affect job satisfaction can be classified into three groups,   personal 

attributes (Fournet, Distefano & Priver, 1966), job characteristics and organizational 

factors. Personal attributes include age, education, gender, personality, etc. Job 

characteristics include workload (Ellickson & Logsdon, 2002), job security (Spector 

& Jex, 1991), job content, working environment and so on. Organizational factors 

are pay (Gaertner, 2000), promotion, reward, supervision, job performance and firm 

performance (Christen, Iyer & Soberman, 2006). Many authors suggested that these 

factors are positively related to overall job satisfaction. For example, Gaertner (2000) 

suggested that distributive justice, promotional chances, and supervisory support are 

directly related to both organizational commitment and job satisfaction. Ellickson 

and Logsdon (2002) used sample of 1,200 full-time municipal employees, tested 11 

environmental variables and 3 demographic factors that affect job satisfaction. The 

regression analysis revealed that environmental factors such as promotional 

opportunities, pay and benefits satisfaction were significantly and positively related 

to overall job satisfaction. These factors were among the model’s most important 

predictors of job satisfaction.  

But when it comes to measuring job satisfaction, previous study developed 

various study models available for later study. Generally speaking, there are two 

kinds of methods measuring job satisfaction: single global rating and summation 
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score (Robbins, 1997). Some researchers argued that single global rating only focus 

on overall attitudes by asking respondents whether they are satisfied with their jobs. 

This method is simple and convenient as it can know employee’s job satisfaction 

integrally. But it also has some defects, because it neglects some detailed 

dimensions of job satisfaction. As a result, it is hard to diagnose organizational 

problems specifically, let alone provide effective strategies.  

However, summation score was able to remedy the demerits of single global 

rating by accessing job satisfaction from various dimensions. Most of the existing 

works mainly focus on this method in which Job Descriptive Index (Smith et al., 

1969), Minnesota Satisfaction Questionnaire (Weisset et al., 1967) and Job 

Characteristics Model (JC Model) were commonly used.  

 First introduced in 1969 by Smith, Kendall, and Hulin, Job Description 

Index (JDI) was one of the most widely used measures of job satisfaction (Bowling, 

Hendricks, & Wagner, 2008; Cooper-Hakim & Viswesvaran, 2005). The JDI is 

comprised of five dimensions, including the nature of work, compensation and 

benefits, attitudes toward supervisors, relations with co-workers and opportunities 

for promotion. In total, over 70 potential job descriptions on each of the five factors 

can be evaluated with three potential options for employees: 1 means that the 

description is relevant, 2 means that the description is not relevant and 3 means that 

the employee does not have an opinion.  
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Minnesota Satisfaction Questionnaire (MSQ) was developed by Weiss, 

Davids, England and Lofquist (1967) with two versions, one short form and two 

long forms. The MSQ short version includes only 20 of the 100 original items, in 

which best represented each of the 20 original sub-scales (Ahmadi & Alireza, 2007). 

Factor analysis of these 20 items resulted in two factors--Intrinsic and Extrinsic 

Satisfaction. Scores on these two factors plus a General Satisfaction score may be 

obtained. Normative data for the three scales for six selected occupations are in the 

manual. Items responses were summed or averaged to create a total score, lower 

level of job satisfaction was presented with lower scores.  

There were two versions of the long-form MSQ, a 1977 version and a 1967 

version. The 1977 version was originally copyrighted in 1963 and used the 

following five response choices: very satisfied, satisfied "N" (neither satisfied nor 

dissatisfied), dissatisfied and very dissatisfied. The 1967 version adjusts for the 

“ceiling effect” obtained with the rating scale by using the following five response 

categories: not satisfied, somewhat satisfied, very satisfied and extremely satisfied. 

It’s obvious that the 1977 version of MSQ is more balanced compared to the 1967 

version. It tends to be more symmetrically distributed around the "satisfied" 

category with larger item variance.  

The Job Characteristics Model (JCM Model) was formulated by Hackman 

and Oldham (1975), argued that enrichment of specified job characteristics is the 

core factor in making employees satisfied with their job. The model compose with 
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five core job characteristics (skill variety, task identity, task significance, autonomy, 

and feedback) that affect five work-related outcomes (motivation, satisfaction, 

performance, and absenteeism and turnover) through three psychological states (i.e. 

experienced meaningfulness, experienced responsibility, and knowledge of results). 

All of these three psychological states must be presented for the positive outcomes.  

However, Wanous, Reichers, and Hujob (1997) suggested that single-item 

method is a valid and significant instrument in measuring job satisfaction. Nagy 

(2002) applied the work of Wanous, Reichers, and Hudy (1997) by investigating 207 

employees from different organizations. Respondents were asked to complete a job 

satisfaction survey that consists of Job Descriptive Index (JDI) facets and a 

single-item which also measured each of five JDI facets. As the results reported that 

the single-item facet measurement was significantly correlated with each of the JDI 

facets with correlations ranged from .60 to .72 and the former is more favorable 

compared with the later. Hence, apply the single-item approach can be easily, 

flexibly operate and take less time when study job satisfaction with other variables. 

It can obtain higher validity than multiple-item scales in measuring facets of job 

satisfaction. 

2.3 Employee Motivation  

 With employees irregularly demotivated with their job as various factors 

influenced. A single motivation theory may not proper for guiding an organization 

when completing organizational motivation mechanism. Dynamics external and 
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internal environment are obstacles in implementing motivation strategies. For these 

reasons, study factors impact employee motivation has profound meanings 

especially in completing organizational motivation system by reviewing well know 

motivation theories and derives factors of employee motivation.  

2.3.1 Definition of Motivation  

 There are large numbers of studies defined motivation, but few literature 

presented unitary definition of motivation. According to Griffin and Moorhead 

(2009), motivation refers to “the force within us that arouses, direct and sustains our 

behavior”. Arousal is an internal state in which an individual feel excited or alert, 

such as desire, fear, stress or anger. In order to achieve the goal, the force within an 

individual will guide his behavior. In order to attempt the goal, the inside force will 

keep warming to sustain the individual’s behavior.  

From the perspective of individual needs, motivation is “the willingness to 

exert high levels of effort toward organizational goals, conditioned by the effort’s 

ability to satisfy some individual need” (as cited in Marjaana, 2007, p.21). A need 

within an individual will arouse the internal desire that drives to makes certain 

outcomes. If individual need remained unsatisfied, tension will be provoked that 

drives individual engaged in search behavior till he finds particular goals. If these 

goals attained, internal need will be satisfied, and lead to the reduction of tension 

(Robbins, 2013). In this way, the organization can make full use of employee’s need 

and wants managing their performance in order to achieve organization goals. 
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 According to Moutinho (2000), motivation is a state of need or a condition 

that drives an individual toward certain types of action that are seen as likely to 

bring satisfaction. This opinion implied that individual need is the most basic driver 

of motivation, and in return, motivation may lead to satisfaction. Marek (2004) 

viewed that “motivation compromises the set of aspects that make the individual 

perform a certain actions or pursue a certain goal.”  

2.3.2 Motivation of Herzberg’s Two Factor Theory 

There are numerals of motivation theories available in measuring employee 

motivation.  Researchers and scholars have developed their point of views and 

models to understand motivation (Mathis & Jackson, 2007). Well known motivation 

theories include Abraham Maslow’s Need Hierarchy (Maslow, 1943, 2013), 

Alderfer’s ERG Theory (Alderfer's, 1969, Mowen, 2000), Herzberg’s Two Factor 

Theory (Herzberg, 1966), McGregor's (1960) Theory-X and Theory-Y(Douglas 

McGregor,1960), Vroom’s (1964) Expectancy Theory, McClelland’s(1961) 

Three-Needs Theory,  Adam’s (1965) Equity Theory, Locke’s (2002, 2006) Goal 

Setting Theory, Skinner’s (2014) Reinforcement Theory, etc.  

In this research, Herzberg’s Two Factor Theory were used to measure 

employee’s motivation in China’ s telecommunication industries in which motivator 

was proved positively impact on job satisfaction (Zhang, 2000). Herzberg’s (1966) 

Two Factor Theory, also known as the motivational-hygiene theory which consists 

of hygiene factors and motivators was applied in many researches. 200 accountants 
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were involved in Hertzberg’s study in which he found that there were two kinds of 

factors affect employee’s job satisfactions. Hygiene factors used to determine job 

dissatisfaction, while motivators determine satisfaction (Zhang, 2000) as shown in 

figure 1. Hygiene factors include company policy, quality of supervision, payment, 

job security, interpersonal relations, working condition. While motivation factors 

include achievement, recognition, work itself, responsibility, advancement and 

growth. In this study, only motivator was considered apply to study employee in 

China’s telecommunication industry as it leads to satisfaction.  

 

 

  

 

 

Figure 1 Herzberg’s Two Factor Theory (Borkowski, 2015:112) 

Herzberg’s Two Factor Theory has been applied in various contexts by 

different researchers. Some of the research results were the same as Herzberg’s, 

some were different. For example, Ruthankoon and Olu Ogunlana (2003) study Thai 

construction industry by following Herzberg’s researching procedures. By 

interviewing Thai engineers and foremen, and found that responsibility, 

advancement, supervision and growth affect job satisfaction. Achievement 

contributed to engineers’ job satisfaction, but it also affected foremen’ job 
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satisfaction and dissatisfaction. Testing results of Herzberg’s Two Factor Theory in 

Thai construction industries was not the same as expected as the original model. 

Thus, it is essential to generated more common findings by apply this theory in 

different contexts.  

DeShields, Kara and Kaynak (2005) applied Herzberg’s Two Factor Theory 

based on the case of business student satisfaction and retention in higher education. 

Motivation factor in the study was translated into three variables, faculty, advised 

staff and class. The study found that faculty (understanding, accessible, professional, 

helpful and provide feedback), advised staff (accessible, reliable, helpful, responsive 

and understanding) and class (real world relevance, course scheduling and projects 

skills) were key factors affected students partial college experience on cognitive 

development, career progress and business skills. In the end, student partial 

experience impact students’ satisfaction directly. The study also found that students 

who have a positive college experience were more easily to be satisfied with their 

college than students who did not have a positive college experience. Their study 

results were consistent with Herzberg’s two-factor theory.  

Parsons and Broadbrides (2006) study job motivation and satisfaction in UK 

charity shop managers by collected 22 interview samples and 826 nationwide 

surveys. Applied Herzberg’s hygiene-motivation theory, they found that managers 

show lower level of satisfaction in pay, job status and working conditions in terms 

of job characteristics, and show high level of satisfaction in motivation factor, such 



 

 
37 

 

as challenge of job, high degree of control, etc. Other studies applied Herzber’s 

Two-Factor Theory focus on study motivation of seasonal workers in hospitality and 

tourism (Lundberg, Gudmundson & Andersson, 2009). Empirical studies indicated 

that motivators associated with intrinsic satisfaction still plays an important role as 

Herzberg’s predictions (Bassett-Jones, & Lloyd, 2005).    

2.4 Relationship of Organizational Culture, Job Satisfaction and Employee 

Motivation  

Organizational culture, job satisfaction and motivation are important topics in 

the realm of academic study and organizational management for decades. Many 

studies had proved that there is relationship between these variables. Sledge, Miles 

and Coppage (2008) identified the role of culture in the relations between motivation 

and job satisfaction by investigate hotel workers in Brazil. Roos and Van Eeden 

(2008) investigated relationships between employee motivation, job satisfaction and 

corporate culture based on the sample of a marketing research company in South 

Africa. In this section, the writer will state how organizational culture linked with 

job satisfaction and employee motivation in pairs based on previous study.  

2.4.1 Relationship of Organizational Culture and Job Satisfaction 

 Organizational culture is shared assumptions, values and beliefs among the 

organizational members (Schein, 2010). It is the social glue holding an organization 

together. Strengthening organizational culture can predict job satisfaction well and 
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positively (Tzeng, Ketefian, & Redman, 2002). Organizational culture is a system of 

rules that guide people’s behaviors (Deal & Kennedy, 2000). Organizations with 

strong culture shared common values and norms among employees, which bring 

benefits of accomplishing the organization’s missions and goals. Job satisfaction can 

be achieved as long as organization meet employee’s needs and wants in certain 

conditions.  

Hypothesis 1: Organizational culture is positively correlated with job 

satisfaction. 

2.4.2Relationship of Organizational Culture and Employee motivation  

Relationship between organizational culture and employee motivation has 

been identified and recognized by researchers. The organizational culture can impact 

employee motivation positively (Franco, Bennet, Kanfer, 2002; Ritchie, 2002; 

Towers, 2006). For example, new employee’s expectation and rewards can be 

determined by observing their behaviors (Ritchie, 2002). As organizational 

prescribed values and rewarding system established an impression for them before 

they join the organization. Strong organizational culture create employee a sense of 

affiliation, loyalty, job satisfaction and organizational commitment as they shared 

common values and beliefs (Owens, 2004). And the behavior of sharing values and 

beliefs among employees can be rewarded in forms of promotion, recognition, 

incentive, etc. Therefore, organizational culture can improve employee’s working 

motivation by several of means.  
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 It can be said that an organization is the epitome of highly complex social 

structure in which people are the most important component and asset as they can 

improve the competitiveness by strength organizational culture (Sempane, 2002). 

Relationship between managers and subordinate and colleagues implies the level of 

culture within that organization. How they behave and interact with each other are 

somehow impact by the organizational culture. According to Schneider and Synder 

(1975), there is mutual interdependence relationships between organization and its 

members which bring employee motivation and job satisfaction as they influence 

each other potentially. Thus, to achieve organizational goals and objectives, it is 

imperative to reform organizational culture, so that promote employee motivation 

(Sempane et al. 2002).   

Helou and Viitala (2007) had underlined the role of organizational culture in 

various motivational issues by investigating how cross-culture influence on 

motivational and management practices. By using the sample of Swedish and 

Finnish IT industry through qualitative interviews, they found that culture affect 

motivational practices. How culture impact on employee motivation depends on the 

cultural type, task-orientated or person-orientated. And both the cultural types can 

mix together to explain how corporate cultures affect motivational practices.  

 Hypothesis 2: Organizational culture is positively correlated with 

employee motivation 
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2.4.3 Relationship of Job Satisfaction and Employee Motivation 

  Motivation and job satisfaction both are related terms but not synonyms 

(as cited in Ololube, 2006). And there was a fundamental correlation between 

employee motivation and job satisfaction as the former can result in higher quality 

and committed workforce which in turn improve company performance and 

profitability (Toe, Murhadi, & Lin, 2013). Motivation usually lead to goal directed 

behavior with job satisfaction become a consequence if individual achieved the goal 

through different rewards and job related activities. Ifinedo (2003) suggested that in 

order to fulfill the goals of organization, highly motivated employee can contribute 

more accompany with high job satisfaction. But there is another situation that 

employee possess high level of job satisfaction with lower level of work motivation.  

As a matter of fact, satisfaction has been used to be the foundation of 

motivation as many motivation theories presented. Empirical studies had mentioned 

the correlation between employee motivation and job satisfaction by implying the 

idea that people will be motivated once their needs satisfied. Maslow’s Hierarchy of 

Need was builds up from satisfactions which suggested people will motivate to 

move up to the higher level of need once current state has satisfied (Tan, et al., 

2014). Another motivation theory is Herzberg’s Two-factor theory also called as 

Motivator-Hygiene theory. Hygiene lead to job dissatisfaction while motivation lead 

to job satisfaction (Sanjeev & Surya, 2016). As their needs is determinates their 

perceptions and attitudes at the workplace which might be related to their jobs. 
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According to Vroom's (1964) Expectancy Theory, employee's performance is the 

result from their conscious choice among alternatives. Personal effort, performance 

and motivation are linked with personal expectations. Because each employee has 

needs which once satisfied by the right motivation, his behavior and attitude towards 

the job or task will be changed based on individual expectancy of certain outcomes. 

Therefore, to motivate employee’s performance, organizational management 

should pay attention to the relationship between employee motivation and job 

satisfaction. As employees is the imperative asset for organizations and able to 

determinate an organization’s success or failure in the long run. Organizations can 

achieve desired goals and effects by establishing systematic policies and practices, 

and creating good working atmosphere that able to promote employees working for 

the same goals (Roberts, 2005; Rutherford, 2002).  

Sledge, Miles and Coppage (2008) suggested that motivation can determinate 

job satisfaction, which can lead to positive organizational outcomes and improved 

firm performance. Sampling with hotel industry workers in the Brazilian hotel 

industry, the researchers collected primary data through observation and interview. 

The results suggested that organizational culture influences the degree of job 

satisfaction partially. And the results supported that motivation can promote job 

satisfaction in different levels among hotel employees.  

Hypothesis3: Employee motivation is positively correlated with job 

satisfaction. 
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2.5 Conceptual Framework 

As figure 2 shows, this conceptual framework was a simple straight model 

based on examining the effect of organizational culture on employee motivation and 

job satisfaction. As it shows, linkages between these variables were shown in solid 

line with arrows mark by H1, H2, H3.   

There are eight dimensions in the column of organizational culture. The 

model was adopted from the Sarros, et al., (2005) revised Organizational Culture 

Profile (OCP), which consists of 28 items that used to establish 7 dimensions, 

namely, competitiveness, social responsibility, supportiveness, innovation, emphasis 

on rewards, performance orientation, and stability. As stated in previous sections, 

the revised OCP was developed from previous study and had been apply in some 

business situations. But the predictive reliability of OCP have not been apply in 

Chinese context especially in the China’s telecommunication industry. Therefore, it 

is indispensable for this study to assess the revised OCP. One more dimension, 

customer orientation should be add to the model as the research object is service 

industry which is different from previous study of manufacture industry. There are 

six dimensions in the column of employee motivation adopted from Herzberg’s 

(1966) Two Factor Theory in which motivators directly lead to job satisfaction as 

introduced in previous sections. In the right hand side column, only one variable of 

job satisfaction presented. As stated in previous section, single-item approach will 

be used to access job satisfaction in this study.  
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Organizational Culture: 

 Competitiveness 

 Social responsibility 

 Supportiveness 

 Innovation 

 Emphasis on rewards 

 Performance Orientation 

 Stability 

 Customer Orientation 

 

 

 

 

 

 

         H1 

 

 

 

          H2 

  

 

Job Satisfaction 

 

Employee Motivation: 

 Achievement  

 Recognition 

 Work itself 

 Responsibility 

 Advancement 

 Growth 

 

 

          H3 

 

 

Figure 2 Conceptual Framework 

 

2.6 Chapter Summary 

Organizational culture, motivation and job satisfaction are important topic not 

only in academic filed but also in organizational culture management. There are 

positive correlation among organizational culture, employee motivation and job 

satisfaction as illustrated in previous researches. Organizational culture can not only 

impact employee’s performance at the workplace, but also guide their behaviors, 

impact their attitudes toward their organizations. Therefore, it is essential to assess 
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relationship among organizational culture, employee motivation and job satisfaction 

by investigating different contents.  
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CHAPTER 3 

METHODOLOGY 

 

Kothari (2004) defined research methodology as an approach to solve the 

research problem systematically. To achieve the goal of solving the existing problem, 

collect information and analyze data are essential in the research process. To access 

the relationship among organizational culture, employee motivation and job 

satisfaction, research process include research design, select sampling strategies and 

data collected methods and instruments should be specifically discussed in this 

chapter.  

3.1 Research Design 

Research design is a mapping strategy in the research process. It is an 

essential part in inquiring respondents and collecting evidence, analyzing data and 

presenting findings (Singh, 2008). Research design describe how a research will 

take place in details, which include ways of collecting information and data, 

population size and sampling strategy, data analysis tools, etc. In this section, 

researches objectives include identify composites of organizational culture, 

employee motivation and job satisfaction as well as access to their correlations 

based on quantitative method.  
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Factors of organizational culture, motivation and job satisfaction were 

derived from relevant books, research papers and other public literature. Primary 

data were involved in this research by sampling survey. An integrated questionnaire 

together with instruments has been developed and distributed to respondents of 

China’s telecommunication industry. The integrated questionnaire consists of four 

sections, namely, organizational culture, employee motivation, job satisfaction and 

demographic factors. Three variables together with three hypotheses were stated in 

chapter two based on empirical literature. Overall, independent variable (IV) is 

organizational culture (OC), dependent variables (DV) are employee motivation 

(EM) and job satisfaction (JS) as table 2 shows. 

Table 2 IV and DV Variables 

Hypothesis Independent variables(IV) Dependent variables(DV) 

H1 Organizational culture(OC) Job satisfaction(JS) 

H2 Organizational culture(OC) Employee motivation(EM) 

H3 Employee motivation(EM) Job satisfaction(JS) 

3.2 Population and Sample 

3.2.1 Population Size 

The population is the employee who works for China’s telecommunication 

industry: include three typical corporations, China Mobile, China Telecom and 

China Unicom. As table 3 shows, total staff of three companies is about 1,039,990. 

Major subsidiaries are operates in all 31 provinces, autonomous regions and 

directly-administered municipalities throughout Mainland China. Subordinate office, 
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agency, and spots are spread in most of the cities, counties and districts of each 

province. For example, China Mobile Group Guangxi Company Limited ("Guangxi 

Mobile") is one of the subsidiaries of China Mobile located in the Guangxi Zhuang 

Autonomous Region in southeast China. The company possessed 14 branches 

operating in 14 cities of the region, such as Nanning branch, Guilin branch, Liuzhou 

branch, Yulin branch, etc. About 11,000 employees provide telecommunication 

service to more than 8 million customers. Same as China Mobile, China Unicom and 

China Telecom also possess subsidiaries and branches all over the main land of 

China. 

Table 3 General Population Size 

     Corporations Number of Staff 

    China Mobile       438,645 

China Telecom        306,545 

China Unicom        294,800 

Total 1,039,990 

 

3.2.2 Sampling Strategy  

The sample size in this study was calculated from the formula of Yamane 

(1973).  

n =
21 Ne

N

                                                  (1)
 

Where, n = the size of the sample, 

      N = the population, 

     e
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= probability of error (0.01, 0.05, 0.10) 
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Based on the error rate is 0.05, the sample size for this study is 400. 

Random and unbiased selecting respondents are commonly used in the 

quantitative research (Lamnek, 2005). Due to the limitation of time, finance and 

human resource, sample used in this study were selected from subsidiaries of China 

Mobile, China Telecom and China Unicom located in Guangxi Zhuang Autonomous 

Region. To generate data more easily, integrated questionnaire was distributed to the 

target respondents who are working in the branches and spots of Nanning city, Yulin 

City and Qinzhou City. First of all, these cities are close proximity to each other in 

consideration of geographical distance. Secondly, the social and economic 

development level is similar with each other, where employee’s income level, 

cultural background and economic background are universal. Last but not least, 

there are acquaintances who are working in these companies or branches may help 

to generate information and data for the study. Consequently, Nannaing City, Yulin 

City, and Qinzhou City were selected as targeting investigates cities.  

3.3 Research Instrument 

Questionnaire is found to be an efficient and easy manipulate method to 

collect data from respondents. As the data and information used in this study is from 

respondents who are working in China’s telecommunication industry, the 

questionnaire should be translate into Chinese as the appendix shows. Integrated 

questionnaire consist four sections with each dimension contained several items will 

be elaborated as followings. 
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3.3.1 Demographic Factors 

As shown in table 4, there were 7 demographics factors cited from previous 

study and measure with different scales. In order to generate some basic information, 

respondents in this research were asked to complete 7 statements in this section. For 

example, respondents should give only one answer to the question: “How old are 

you?” However, all of respondents should be investigated anonymously and their 

personal information should keep confidentially.  

 

Table 4 Demographic Factors 

Section A: Demographics 

Factors Questions Scale Source 

Gender What is your gender? Nominal  Dauber, et al.(2011) 

Age How old are you? Ratio Muller & Rothmann (2009) 

Education What is your education level? Interval  Deci, et al., (2001) 

Working 

company 

Which company are you working 

currently? 

Nominal Lai, Griffin & Babin(2009) 

Years of 

working 

How long have you been working for 

this company? 

Ratio Oshagbemi (2000) 

Position What is your position? Nominal Lin (2007) 

Income How much is your income per month? Ratio Egan, et al.(2004) 
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3.3.2 Organizational Culture Questionnaire (OCQ) 

 

An abbreviated version of the Organizational Culture Profile (OCP) consists 

of 28 items was used to assess organizational culture. One more dimension of 

customer orientation consist of 4 items also apply in this study. This version of the 

OCP was further revised by Sarros, et al., (2005) who developed a more friendly 

Likert-type scale for the instrument and easily to complete by respondents. In this 

way, researcher does not have to facilitate the study as required in Q-sort 

methodology. In this modified and reformatted OCP, researcher only have to give 

instructions to respondents by asking them to complete the statement, for example, 

“To what extent do you agree that your company recognized for its emphasis on 

quality”. In total, there are 8 dimensions of organizational culture questionnaire and 

32 items of organizational culture statement, and using a five-point Likert-type scale 

where 1=strongly disagree, 2=disagree, 3= neither agree nor disagree, 4=agree, and 

5=strongly agree. As table 5 shows, there are 4 items of each dimension on average. 
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Table 5 Organizational Culture Questionnaire (OCQ) 

Section B: Organizational Culture 

Variable Questions Scale Source 

 

Competitiveness 

 

The company I am working for has strong achievement orientation. 

The company I am working for emphasis on quality. 

The company I am working for is distinctive from others. 

The company I am working for is competitive. 

Interval 

(Likert) 

Sarros, et al. (2005) 

Social 

responsibility 

 

 

The company I am working for often reflects on modes of operation. 

The company I am working for has a good reputation. 

The company I am working for is socially responsible. 

The company I am working for has a clear guiding philosophy. 

Interval 

(Likert) 

Sarros, et al. (2005) 

 

 

Supportiveness 

 

 

The company I am working for focuses on teamwork. 

The company I am working for can share information freely. 

The company I am working for cares about its employees. 

The company I am working for emphasis on collaboration among 

different functional departments. 

Interval 

(Likert) 

Sarros, et al. (2005) 

 

 

Innovation 

 

 

 

The company I am working for renewing service and product 

periodically. 

The company I am working for can take advantage of opportunities 

adequately to develop business. 

The company I am working for is risk taking.  

The company I am working for prefers new thinking and new idea. 

Interval 

(Likert) 

Sarros, et al. (2005) 

 

Emphasis 

on rewards 

 

The company I am working for has fair reward system. 

The company I am working for offers good benefits. 

The company I am working for has high pay for good performance.  

The company I am working for praises employee who has good 

performance. 

Interval 

(Likert) 

Sarros, et al. (2005) 

 

 

Performance 

Orientation 

 

The company I am working for has high expectations for employees.  

The company I am working for encourages employee should have 

enthusiasm for the job. 

The company I am working for focuses on work results.  

The company I am working for emphasis on work efficiency and 

productivity. 

Interval 

(Likert) 

Sarros, et al., (2005) 

 

Stability 

 

 

The company I am working for developing rapidly and stably. 

The company I am working for is calm for emergency. 

The company I am working for provides secure working environment.  

The company I am working for has low conflict with shareholders. 

Interval 

(Likert) 

Sarros, et al., (2005) 

 

Customer 

Orientation 

 

 

 

The company I am working for focuses on customer commitment. 

The company I am working for collects customer’s feedback. 

The company I am working for has systems in measuring customer 

satisfaction.  

The company I am working for keeps customer personal information 

confidentially. 

Interval 

(Likert 

Harris& Ogbonna,  

(2001) 

3.3.3 Job Satisfaction Questionnaire (JSQ) 

The job satisfaction questionnaire was developed from empirical literature 

and measured by five point Likert scale with ranged from where 1=strongly disagree, 

2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree. 

Respondents were asked to complete 10 statements in this section. For example, “To 
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what extent do you agree the statement: I will probably not be looking for a job 

outside telecommunication service”. They can tick the scores range from 1(strongly 

disagree) to 5 (strongly agree) in the box.  

 

Table 6 Job Satisfaction Questionnaire (JSQ) 

Section C. Job Satisfaction Scale Source 

Overall, I am satisfied with my job. 

I like working here. 

I will probably not be looking for a job outside 

telecommunication service. 

I seldom think about quitting. 

I am satisfied with the way my company provides me with 

feedback. 

My work dose not makes me stressed. 

This company is a pretty good place to work. 

My job provides me opportunities to compete with others. 

My job is so interesting that it is a motivation in itself. 

The tasks that I do at work are enjoyable. 

Interval  Mak,&Sockel(2001);  

Nagy(2002) 

3.3.4 Employee Motivation Questionnaire (EMQ) 

Table 7 is the employee motivation questionnaire (EMQ) which adopted 

from Herzberg’s motivators that lead to job satisfaction. There are 6 dimensions and 

30 items in this section which were measured by five point Likert scale where 

1=strongly disagree, 2=disagree, 3= neither agree nor disagree, 4=agree, and 

5=strongly agree. Respondents were asked to complete 30 statements in this section. 

For example, “To what extent do you agree that I am proud to work in this company 

because it recognizes my achievements”. They can answer by ticking the scores 

range from 1(strongly disagree) to 5(strongly agree) in the box. 
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3.4 Data Collection 

Data used in this study were collected according to the schedule which drops 

at December, 2016 and last for one month. Investigations will undertake at weekday 

during the work time. Questionnaires will be distributed to respondents who are 

working in the downtown of Nanning City, Yulin City and Qinzhou City where 

there are 7 municipal districts in Nanning City, 2 in Yulin City and Qinzhou City 

respectively. In total, 400 surveys will be distributed to respondents who are 

working in above cities. As respondents are native Chinese speakers, the 

questionnaire in English will be translated into Chinese by professional translator. 

Table 7 Employee Motivation Questionnaire (EMQ) 

Section D: Employee Motivation 

Variable Questions Scale Source 

 

Achievement 

 

 

 

I am proud to work in this company because it recognizes my 

achievements. 

My job gives me feeling of accomplishment. 

I have contributed to my company in a positive manner. 

I am feeling very good about myself. 

I am proud to tell my friends that I work in this company. 

Interval 

(Likert) 

Tan & Waheed (2011) 

 

Recognition 

 

 

 

I feel appreciated when I achieve or complete a task. 

My manager always thanks me for a job well done. 

I should receive adequate recognition for doing my job well. 

My work evaluation is based on explicit performance criteria. 

Job evaluations in this company are fair and constructive. 

Interval 

(Likert) 

Tan & Waheed (2011); 

Manolopoulos(2007) 

 

Work itself 

 

 

I have freedom to choose when to perform my duties. 

I have freedom to decide how to accomplish my task. 

I have clear job scope and responsibility. 

My job is challenging and exciting. 

My working procedure is flexible. 

Interval 

(Likert) 

AL-Rubaish,et.al.(2011) 

 

Responsibility 

 

 

I take responsibility for my part in mistakes. 

I expect more accuracy in my work. 

I expect to finish my work on time. 

I take responsibility for my job decision. 

The level of work responsibility given to me is appropriate. 

Interval 

(Likert) 

AL-Rubaish,et.al.(2011) 

 

Advancement 

 

 

 

I will choose career advancement rather than monetary incentives. 

I believe that I can move to higher level if I work hard. 

I am looking for a more challenging work task. 

I am confident that I will be able to achieve my career objectives in 

this company. 

Interval 

(Likert) 

Tan & Waheed(2011) 

 

 

Growth 

 

 

I participate in training to improve my own skills and abilities. 

I am looking for the opportunities for promotion. 

My job allows me to improve my experience, skills and performance. 

My company provides me adequate training to do my job. 

I can learn many new things from my work at this company. 

Interval 

(Likert) 

Tan & Waheed(2011) 
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The writer will entrust professional investigators to do the field-investigation. Data 

will be collect from some branches, for example, China Mobile Nanning Branch 

Office which located in No. 18, Hunan Road, Qinxiu District, Nanning City. 

Acquaintances who are working in the branches of Nanning City, Yulin City and 

Qinzhou City are also asked for help to complete the questionnaire.   

Table 8 Data Collection Plan 

Date Time Place Surveys Distributed 

1-16, December Daytime Nanning City 200 

19-23, December Daytime Yulin City 100 

26-30, December Daytime Qinzhou City 100 

Total Surveys 400 

3.5 Data Measurement and Analysis 

Data measurement and analysis was undertaken through special statistic 

technique. Data derived from the questionnaire will be code with the statistic 

technique. Findings and results will be cover in the next chapter. In order to analyze 

data more accurately and effectively, descriptive statistics and inferential statistics 

were apply to analyzed data and relative information. Descriptive statistics is used to 

describe variables, such as percentage, value, mean, standard deviation, etc. 

Inferential statistic is used to present the research findings or results, such as 

relationships between variables. Methods include coefficient analysis; Pearson 

Correlation and multiple regressions were used to determine the relationship among 

variables.  
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3.5.1 Frequency Distribution 

 Frequency distribution displays the frequency of various outcomes in the 

sample. A number of times or count of the occurrences of values within the sample 

will be contained and summarized by tables. For example, in this study, number of 

female respondents will be displayed in the table. And level of educations of 

respondents will be described by listing the number or percentage in the table. Rate 

of respondent or number of valid questionnaire also recorded in this study.  

3.5.2 Cronbach’s Alpha Coefficient Analysis 

Cronbach Alpha Coefficient Analysis applied in this study was used to 

testing the reliability of the instruments, OCQ, JSQ and EMQ. Based on the criterion 

of the acceptable reliability, the closer the reliability coefficient to 1.0 is the most 

reliable, beyond 0.89 is good, standing within 0.70 to 0.80 is acceptable but less than 

0.60 is considered to poorly reliable (Sekaran, 2003). 

3.5.3 Confirmatory Factor Analysis (CFA) 

Confirmatory Factor Analysis, abbreviated as CFA, is a valid data analysis 

technique to test construct validation and measurement in-variance before building 

Structural Equation Model (SEM). According to Harrington (2009), CFA can be 

used to test construct validation in which relationship among constructs are 

unobserved and theoretical. How constructs should be related to each other can be 

described in some related theories. For example, in this research, it has been proved 
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that there is a triangle relationship among organizational culture, job satisfaction and 

employee motivation. Three hypotheses were established based on empirical 

theories. Hypothesis testing is an important process of establishing construct validity. 

In addition of testing construct validity, CFA can also testing measurement 

in-variance which refers to how well the model fit across different populations or 

time (Brown, 2006).  

3.5.4 Structural Equation Modeling (SEM) 

Structural Equation Modeling (SEM) is a widely used analyses to test 

measurement models and examine the structural model of the relationships among 

latent variables (Raykov & Marcoulides, 2006). For example, there are three 

measurement models in this research within which 8 variables consisted of 32 

indicators can be found in organizational culture, 10 indicators measured job 

satisfaction and 6 variables consisted of 30 indicators measured employee 

motivation. The structural model consisted of three variables, namely organizational 

culture, job satisfaction and employee motivation, in which three pairs of 

relationships can be directly measured.  

3.6 Chapter Summary 

This chapter mainly discussed research methodology applied in this study. 

Proper research design including describe research population and select research 

samples were stated by sections. Respondents are employees who currently work in 
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Chinese telecommunication industry. 400 samples should be selected according to 

the population. A comprehensive questionnaire which consists of four parts was 

design to collect data. In this study, data collect from China’s telecommunication 

industry were analysis by testing reliability and Confirmatory Factor Analysis (CFA) 

and Structural Equation Modeling (SEM) through SPSS and Amos.  
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CHAPTER 4 

DATA ANALYSIS AND RESULTS 

 

Chapter three mainly focus on data collected from Chinese 

telecommunication industry. Research methods include descriptive and inferential 

statistics were used to measure each variable. Results were presented and interpreted 

by tables and figures in this chapter. 450 questionnaires were distributed to three 

Chinese telecommunication companies of which 430 valid replies were return to 

analyze. The response rate is 95% which is quite favor for research analysis.  

4.1 Descriptive Statistics 

In order to generate a wider range of views, this study collect some 

background information of the respondents, such as gender, age, education, income, 

etc. Table 9 presented some descriptive data such as frequency and percentage of the 

demographic factor.  

4.1.1 Descriptive Statistics of Demographic Factor 

Numbers of female respondents in this survey are close with their male 

counterparts. In total 430 respondents, 220 (51.2%) are male, and 210 are female 

(48.8%). Most of respondents are at the age of 26-35 years, following with 36-45 

years old, which account for 48.4% and 24.9% respectively. Only 66 respondents 

are over 45 year old in this survey which account for 15.3% in total 430 respondents. 
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Numbers of respondents who obtain three years associate degree (52.6%) are about 

two times of respondents hold bachelor degree (28.1%). Only 1.4% of respondents 

are hold master and above degree. As mentioned in chapter three, there are three 

state-own telecommunication companies in China. In this survey, 191 respondents 

are working for China Mobile which account for the largest percentage (44.4 %) 

within these companies. 35.1% of respondents are working for China Telecom, the 

second largest Chinese telecommunication company. Only 20.5% of the respondents 

are working for China Unicom. 44.9% of the respondents are working less than one 

year in the current company and 32.3% have been working in the current company 

more than 1 year and lees than 5 years. Only 6.7% are working in their current 

company over 10 years. In total 430 respondents, numbers of common employee 

(45.6%) are about two times of high level management employee (23.3%). 

Following with 21.4% respondents are in the middle level management position. 

When it comes to inquired monthly income, 40.7% of respondents answered they 

earn ¥4,000 - ¥5,999 per month in their current position, which close to the average 

income level and higher than other industries. 26.7% in this survey earn ¥6,000 - 

¥7,999 per month; only 5.1% can earn more than ¥10,000 per month.   
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Table 9 Descriptive Results of Demographic Factor (N=430) 

Factor Frequency Percent 

Gender male 220 51.2 

female 210 48.8 

Age 18-25 years old 49 11.4 

26-35 years old 208 48.4 

36-45 years old 107 24.9 

Over 45 years old 66 15.3 

Education Middle school or less 32 7.4 

High school 45 10.5 

Associate degree 226 52.6 

Bachelor degree 121 28.1 

Master degree and above 6 1.4 

Company China Mobile 191 44.4 

China Telecom 151 35.1 

China Unicom 88 20.5 

Years of working Less than 1 year 193 44.9 

1-5 yeas 139 32.3 

6-10 years 69 16.0 

Over 10 years 29 6.7 

Position High level manager 100 23.3 

Middle level manager 92 21.4 

Employee 196 45.6 

Others 42 9.8 

Income Less than ¥2,000 19 4.4 

¥2,000 - ¥3,999 49 11.4 

¥4,000 - ¥5,999 175 40.7 

¥6,000 - ¥7,999 115 26.7 

¥8,000 - ¥9,999 50 11.6 

Over ¥10,000 22 5.1 
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4.1.2 Level of Agreement on Organizational Culture 

Table 10 presented the descriptive statistics results of organizational culture 

questionnaire (OCQ), in which mean and standard deviation are covered in the table. 

According to the level of agreement of Likert scale, 1=strong disagree; 2=disagree; 

3=neither agree nor disagree; 4=agree; 5=strongly agree. In this research, 

respondents were show moderate level of agreement with their organizational 

culture. They are more agreed with the dimension of performance orientation and 

less agreed with customer orientation. The result indicted that China’s 

telecommunication industry have to work hard to complete their customer service 

mechanism. Overall, respondents show similar level of agreement eight dimensions 

of organizational culture.  

 

Table 10 Descriptive Statistics of OCQ 

Organizational Culture Mean   SD 

Competitiveness 3.7645 .70064 

Social responsibility 3.6686 .70302 

Supportiveness 3.7174 .65030 

Innovation 3.6663 .61874 

Emphasis on rewards 3.7029 .68062 

Performance Orientation 3.7907 .69930 

Stability 3.7500 .51944 

Customer Orientation 3.5924 .74290 
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4.1.3 Level of Agreement on Job Satisfaction 

Table 11 presented descriptive statistics of job satisfaction survey in 430 

respondents. The score of mean and standard deviation in job satisfaction 

questionnaire (JSQ) indicated that respondents in this survey are not very satisfied 

(mean close to 4=agree) with their current job. Respondents in this study present 

lower level agreement in overall 10 items with mean range from 3.62 to 3.68 in a 

five point Likert scales. Except for personal characteristics and work itself, 

organizational management may cause low level job satisfaction in this industry.  

 

Table 11 Descriptive Statistics of JSQ 

Job Satisfaction Mean  SD 

Overall, I am satisfied with my job. 3.63 .709 

I like working here. 3.68 .698 

I will probably not be looking for a job outside telecommunication 

service. 

3.68 .701 

I seldom think about quitting. 3.68 .729 

I am satisfied with the way my company provides me with feedback. 3.65 .717 

My work dose not makes me stressed. 3.66 .717 

This company is a pretty good place to work. 3.62 .725 

My job provides me opportunities to compete with others. 3.65 .748 

My job is so interesting that it is a motivation in itself. 3.67 .703 

The tasks that I do at work are enjoyable. 3.63 .729 
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4.1.4 Level of Agreement on Employee Motivation 

Table 12 is the descriptive statistic results of employee motivation 

questionnaire. The scores of mean and standard deviation indicated that employee 

work in Chinese telecommunication industry presented lower level of agreement in 

the employee motivation questionnaire. In a five point Likert scare, mean of 

motivator dimensions were less that the agree level (4=agree) in which mean of 

recognition was 3.2581 and mean of growth was 3.2591. According to the research 

questions, less satisfied with organizational management may cause employee 

demotivated.  

Table 12 Descriptive Statistics of EMQ 

Employee Motivation Mean SD 

Achievement 3.4088 .77262 

Recognition 3.2581 .77698 

Work itself 3.4837 .61547 

Responsibility 3.4553 .60872 

Advancement 3.4442 .59681 

Growth 3.2591 .77463 

4.2 Reliability Analysis    

In this section, reliability test results will be presented by sections. The 

overall questionnaire consists of four parts, namely, demographic factors, 

Organizational Culture Questionnaire (OCQ), Job Satisfaction Questionnaire (JSQ) 

and Employee Motivation Questionnaire (EMQ). Table 13 presented reliability test 

results of Organizational Culture Questionnaire (OCQ) which consists of eight 
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dimensions, thirty two items. As shown in table 13, Cronbach's Alpha of seven 

dimensions range from .829 to .888 which means the reliability is quite good. But 

Cronbach's Alpha of stability is .765 which indicated the reliability is acceptable. 

Reliability test results are quite good in both pre-test and final test.  

 

 

Table 14 shows the reliability test results of Job Satisfaction Questionnaire 

(JSQ) which consists of ten items. By using 30 samples to do pre-test, the 

Cronbach's Alpha is .947 which means the reliability is quite good. 430 samples 

were used to do final test with Cronbach's Alpha equal to .964. According to 

recommended level of reliability test in empirical literature, when Cronbach's Alpha 

closer to 1.0, it means that the data is most reliable (Sekaran, 2003). 

 

Table 13 Reliability Results of OCQ 

Variable Items Cronbach's Alpha 

Pre-test (30) Final test (430) 

Competitiveness 4 .901 .867 

Social responsibility 4 .862 .862 

Supportiveness 4 .886 .847 

Innovation 4 .869 .829 

Emphasis on rewards 4 .938 .858 

Performance Orientation 4 .839 .851 

Stability 4 .863 .765 

Customer Orientation 4 .916 .888 

Table 14 Reliability Results of JSQ 

Items Pre-test (30) Final test (430) 

10 .947 .964 



 

 
65 

 

Table 15 presented the reliability test results of Employee Motivation 

Questionnaire (EMQ) which consists of six dimensions with each has five items. 

The Cronbach's Alpha of these dimensions range from .862 to .928 in which three 

dimensions, achievement(.911), recognition(.929), growth(.928) are most reliable. 

The other three dimensions also have quiet good reliability, for example, the 

Cronbach's Alpha of work itself is .876 and responsibility is .867. Both pre-test and 

final test show good reliability results in this study.  

 

 

 

 

 

 

4.3 Confirmatory Factor Analysis   

Confirmatory factor analysis (CFA), as mentioned in previous sections is a 

valid analyses to test whether data fit measurement model (Preedy and Watson 

(2009), and tests whether the construct fit the Structural Equation Modeling (Kline, 

2010). Selecting model fits statistics is an important process when reporting CFA 

results. Kline (2010) recommends several indices to report, such as Chi-squared test, 

the comparative fit index (CFI), the Root mean square error of approximation 

(RMSEA), etc. Table 16 shows the acceptable level of CFA model fit indices 

Table 15 Reliability Results of EMQ 

Variable Items Cronbach's Alpha 

Pre-test (30) Final test (430) 

Achievement 5 .932 .911 

Recognition 5 .967 .929 

Work itself 5 .947 .876 

Responsibility 5 .924 .867 

Advancement 5 .931 .862 

Growth 5 .963 .928 
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recommended by previous literature. For example, show in table 16, χ²/df of CFA 

test should meet the standard of (less than 3 is good) according to empirical 

literature (Gefen et al., 2000; Hooper, et al., 2008; Barrett, 2007). Goodness of fit 

index less than .90 and above .80 is acceptable, above .90 is good (Sharma et al., 

2005; Hoyle, 1995). Other indices, such as NFI, IFI are specifically presenting in 

following table. If model fit indices do not meet the standard level may have impact 

on processing SEM test, results may not meet study objectives as expectation.  

 

Table 16 Model Fit Indices 

Index Acceptable level Source 

χ²/df <3 good;  

 

Gefen et al.(2000); Hooper, et 

al.(2008); Barrett (2007) 

Goodness of Fit Index (GFI) ≥.90 good;  

≥.8 acceptable 

Sharma et al.(2005); 

Hoyle(1995) 

Adjusted Goodness of  

Fit Index (AGFI) 

≥.8 acceptable Sharma et al.(2005); 

Chau&Hu(2001) 

Normed Fit Index  

(NFI) 

≥.90 good  

≥.80 acceptable  

Hu & Bentler, (1999); 

Hair et al.(1998) 

Incremental Fit Index (IFI) >.9 good 

 

Bentler, 1990 

Comparative Fit Index (CFI) ≥.95 great; 

 ≥.90 good;  

≥.80 sometimes 

permissible 

Iacobucci (2010); 

Bagozzi&Yi(1988) 

Root Mean Square Error of 

Approximation (RMSEA) 

<.05 good;  

.05-.10 moderate;  

>.10 bad 

MacCallum et al, (1996) 
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4.3.1 Confirmatory Factor Analysis of Organizational Culture 

As show in figure 3, there are eight variables consisted of organizational 

culture, namely, competiveness, social responsibility, supportiveness, innovation, 

emphasis on reward, performance orientation, stability and customer orientation. In 

organizational culture, each variable consists of four observed variables. 

Standardized loadings presented that thirty two items were loaded well on eight 

factors with all items loading exceeded .70. For example, item A1 loaded at .89 on 

the competitiveness factor, and item C1 loaded at .90 on the supportiveness factor. It 

was confirmed that eight components in organizational culture were well defined by 

thirty two items. In addition, figure 3 also revealed that the hypothesized correlation 

among eight factors were sizable and significant with eight components path 

coefficient were exceeded .40. For example, the path coefficient between 

competitiveness and social responsibility is .58, between competitiveness and 

supportiveness is .70. It can be conclude that eight variables in organizational 

culture were moderately correlated with each other. 
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Figure 3 Confirmatory Factor Analysis of Organizational Culture 

 

Table 17 Model Fit Indices of Organizational Culture 

χ²/df GFI AGFI NFI IFI CFI RMSEA 

1.990 .908 .891 .864 .927 .927 .048 
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Table 17 illustrated fix indices obtained from hypothesized measurement 

model. Chi-square was 885.544 with degree of freedom was 445(χ²/df=1.990) and 

probability level equal to .000. χ²/df in this research was smaller than the 3 revealed 

good model fit (Gefen et al.2000; Hooper, et al.2008; Barrett 2007). Other model fit 

indices also indicated good fit for CFA model, for example, goodness of fit index 

(GFI) was .908, adjusted goodness of fit index (AGFI) was .891, and comparative fit 

index (CFI) and incremental fit index (IFI) was .927. But the normed fit index (NFI) 

was .864 which still in the acceptable level (Hu & Bentler 1999; Hair et al.1998). 

Moreover, the root mean square error of approximation (RMSEA) was .048, which 

shows good fit as it smaller than .05 (MacCallum et al, 1996). Therefore, the 

confirmatory factor analysis model of organizational culture exhibited a quite good 

fit with the data. All items in the organizational culture questionnaire were 

acceptable to be used to do Structure Equation Modeling analysis.  

4.3.2 Confirmatory Factor Analysis of Job Satisfaction 

As shown in Figure 4, ten items were loading well on job satisfaction with 

each exceeded .80. Table 18 presented fit indices obtained from hypothesized 

measurement model. Chi-square was 66.703 with degree of freedom was 35 

(χ²/df=1.906<3) and probability level equal to .001. In addition, other model fit 

indices also show fairly good fit for CFA model with all indices above .90 

(GFI=.970, AGFI=.954, NFI=.984, IFI=.992, CFI=.992). The root mean square error 

of approximation (RMSEA) also indicated goof fit (.046). Therefore, job satisfaction 
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in this research was well defined by ten items and can be used to do Structure 

Equation Modeling analysis.   

 

Figure 4 Confirmatory Factor Analysis of Job Satisfaction 

Table 18 Model Fit Indices of Job Satisfaction 

χ²/df GFI AGFI NFI IFI CFI RMSEA 

1.906 .970 .954 .984 .992 .992 .046 

 

4.3.3 Confirmatory Factor Analysis of Employee Motivation 

As showed in Figure 5, there are six variables consists of employee 

motivation, namely, achievement, recognition, work itself, responsibility, 

advancement and growth. Each variable consists of five observed variables. 
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Standardized loadings in the figure 5 implied that thirty items were loaded well on 

six factors with most items loading exceeded .70, only item K4 loaded .60 on 

recognition factor. Therefore, it can be confirmed that six components in employee 

motivation were well defined by thirty items. In addition, figure 5 also reported the 

hypothesized correlations among six factors were moderately correlated with each 

other. Thus, six factors in employee motivation were well defined by thirty items. 

Table 19 reported model fix indices obtained from hypothesized 

measurement model. Chi-square was 1044.707 with degree of freedom was 

397(χ²/df=2.632<3) and probability level equal to .000. According to previous 

literature, two indices also acceptable with goodness of fit index (GFI) was .896 

(Sharma et al., 2005; Hoyle, 1995), and the normed fit index (NFI) was .872 (Hu & 

Bentler, 1999; Hair et al., 1998). Other indices such goodness of fit index (AGFI) 

(.878), incremental fit index (IFI) (.916) and comparative fit index (CFI) (.916) 

show good fit in this model.  The root mean square error of approximation 

(RMSEA) was .062, which in the moderate level (.05-.10) as it smaller than .10 

(MacCallum et al, 1996). Therefore, the confirmatory factor analysis model of 

employee motivation indicated moderate fit with the data. All six factors and thirty 

items in the employee motivation questionnaire were acceptable to be used to do 

Structure Equation Modeling analysis. 
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Figure 5 Confirmatory Factor Analysis of Employee Motivation 
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Table 19 Model Fit Indices of Employee Motivation 

χ²/df GFI AGFI NFI IFI CFI RMSEA 

2.632 .896 .878 .872 .916 .916 .062 

4.4 Structural Equation Modeling  

The results of Structural Equation Modeling (SEM) were shown in figure 6, 

table 20 and table 21. As shown in figure 6, the hypothesized model consisted of 

three sections, organizational culture, employee motivation and job satisfaction. It 

was presented that the direct and indirect effects among these variables. The path 

coefficients showed that organizational culture has stronger significant and positive 

direct effect on employee motivation than job satisfaction (.90 vs .31). In other 

words, the model accounts 90% of the variance in organizational culture toward 

employee motivation and 31% of variance in job satisfaction. However, employee 

motivation has a significant and negative direct effect on job satisfaction (-.02), 

which means employee motivation has no direct positive effect on job satisfaction in 

this research. Therefore, hypothesis 3 employee motivation is positively correlated 

with job satisfaction should be rejected.  

Table 20 presented the model fit indices of Structural Equation Modeling 

(SEM) between organizational culture, job satisfaction and employee motivation. 

Overall chi-square was 394.460 with degree of freedom was 249(χ²/df= 1.584<3) 

and probability level equal to .000. Other indices show good fit to the hypothesized 

model with all indices above .9 (GFI=.927, AGFI=.912, NFI=.921, IFI=.969, 
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CFI=.969). The root mean square error of approximation (RMSEA) was .037, which 

in the good level (≤.05) as recommended by MacCallum et al (1996). Thus, the 

structural equation modeling show quite good fit with the data.  

 

 

Figure 6 Structural Equation Modeling 

 

Table 20 Model Fit Indices of SEM 

χ²/df GFI AGFI NFI IFI CFI RMSEA 

1.584 .927 .912 .921 .969 .969 .037 
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Standardized path coefficients can be used as standardized regression 

coefficient to test the correlation between latent variables (Gefen, Straub, & 

Boudreau, 2000). Table 21 indicated that organizational culture significantly and 

positively correlated with employee motivation (γ = .905, p = .002). Organizational 

culture has moderately influence on job satisfaction, but this effect is not significant 

directly (γ = .31, p = .394). Employee motivation is not significantly influence on 

job satisfaction in this research (γ = -.023, p = .95). 

Table 21 Results of Regression Weights 

 Standardized 

Estimate 

Unstandardized 

Estimate 

S.E. C.R. 

(t-value) 

P 

EM   OC 0.905 0.978 0.322 3.034 0.002 

JS   EM -0.023 -0.072 1.133 -0.063 0.95 

JS  OC 0.31 1.05 1.233 0.852 0.394 

Note: OC=Organizational Culture; JS= Job Satisfaction; EM= Employee Motivation 

 

In addition, all eight dimensions had significant loadings on organizational 

culture as shown in Table 22. Each dimension can explain certain variance of 

organizational culture. P-value in every dimension was significant in organizational 

culture. For example, standardized estimate or beta of competitiveness is 0.477 and 

p-vale is less than 0.001. Performance orientation also can explain some percentage 

of organizational culture with beta equal to 0. 284 and p-value equal to 0.001.  
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Table 22 Regression Weights of Organizational Culture (OC) 

   Standardized 

Estimate 

Unstandardized 

Estimate 

S.E. C.R. 

(t-value) 

P 

Competitiveness  OC 0.477 1.824 0.469 3.889 *** 

Social responsibility  OC 0.394 1.514 0.409 3.705 *** 

Supportiveness  OC 0.437 1.553 0.408 3.811 *** 

Innovation  OC 0.295 0.998 0.299 3.338 *** 

Emphasis on rewards  OC 0.439 1.63 0.427 3.814 *** 

Performance Orientation  OC 0.284 1.084 0.33 3.279 0.001 

Stability  OC 0.427 1.21 0.32 3.787 *** 

Customer Orientation  OC 0.246 1    

Table 23 presented the regression weights of employee motivation. All six 

dimensions had significant loadings on employee motivation. For example, 

standardized estimate or beta of recognition is 0.309 with p-value less than 0.001. 

Regression weight of work itself loaded on employee motivation equal to 0.494 in a 

high significant level (p<0.001). Thus, all six dimensions of employee motivation 

were significant in this study.  

In summary, from the SEM test results and results of regression weights, 

eight dimensions of organizational culture and six dimensions of employee 

motivation as well as ten items of job satisfaction are valid and significant in this 

study. It can be concluded that organizational culture is a valid construct in 

predicting employee motivation and job satisfaction.  

 

 

 

 

 



 

 
77 

 

Table 23 Regression Weights of Employee Motivation (EM) 

   Standardized 

Estimate 

Unstandardized 

Estimate 

S.E. C.R. 

(t-value) 

P 

Achievement  EM 0.256 1    

Recognition  EM 0.309 1.212 0.355 3.412 *** 

Work itself  EM 0.494 1.535 0.388 3.956 *** 

Responsibility  EM 0.415 1.277 0.337 3.79 *** 

Advancement  EM 0.384 1.158 0.313 3.702 *** 

Growth  EM 0.345 1.351 0.379 3.567 *** 

4.5 Summary of Hypothesis 

  Table 24 presented the results of 3 hypotheses which cover three variables: 

organizational culture, employee motivation and job satisfaction. Only two 

hypotheses were accepted in this research. One hypothesis should be rejected 

according to data analysis and hypothesis testing in previous sections.  

Table 24 Results of Hypotheses Testing 

Item Statement of Hypothesis (H) Result 

H1 Organizational culture is positively correlated with job satisfaction Accepted 

H2 Organizational culture is positively correlated with employee 

motivation 

Accepted 

H3 Employee motivation is positively correlated with job satisfaction Rejected 
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CHAPTER 5 

CONCLUSION, DISCUSSION AND RECOMMENDATION 

 

This chapter mainly focusing on conclusions of this study based on data 

analysis in chapter four. Discussed study results make this research distinguished 

from previous studies. Based on discussion results, the writer put forward some 

recommendations on constructing organization to improve job satisfaction and 

employee motivation. Suggestions for future study will be given base on the study 

limitation.  

5.1 Conclusion 

This study aim at assess the effect of organizational culture on job 

satisfaction and employee motivation. Research results revealed that organizational 

culture correlated with job satisfaction (hypothesis 1) and employee motivation 

(hypothesis 2) positively. But employee motivation correlated with job satisfaction 

negatively (hypothesis 3), the results adverse with the original hypothesis. 430 

surveys were collected from subsidiaries of China Mobile, China Telecom and 

China Unicom in three cities, Nanning, Yulin and Qinzhou. Respondents are 

employees working in above subsidiaries of Chinese telecommunication industry. 

The reliability test results showed high reliability in this study. Overall questionnaire 

consists of 79 items with Cronbach’s Alpha equal to .902 in which in the parts of 
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organizational culture was .840, job satisfaction was .964 and employee motivation 

was .860. 

 Overall, demographic research results showed that female respondents 

(48.8%) are close to male (51.2%) respondents. About half of the respondents 

(48.4%) are at the age of 26-35 years old and more than half of them (52.6%) in 

possession of three years associate degree. About half (44.4%) of respondents are 

working at China Mobile. Most of respondents (44.9%) work less than one year in 

the current company, only 32.3% of respondents work more than one year and less 

than five year. Numbers of common employees (45.6%) are about two times than 

higher level managers (23.3%). And most of respondents (40.7%) earn ¥4,000 - 

¥5,999 per month.  

Confirmatory factor analysis (CFA) results presented good model fit of 

organizational culture. All thirty two items were loaded well on eight factors of 

organizational culture. CFA test results of employee motivation also show fairly 

good model fit with thirty items loaded well on six factors. Ten items of job 

satisfaction were confirmed can be used to do structural equation modeling (SEM) 

test as the model fit indices reported. The SEM results indicated that organizational 

culture significantly and positively correlated with employee motivation (β=.905, 

p=.002). Organizational culture also positively correlated with job satisfaction 

(β=.31, p=.95). But the result is not significant because the p-value was .95 which 

exceeded the standard level. In addition, employee motivation has negative effect on 
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job satisfaction (β= -.023, p=.394). The result is not significant because the p-value 

exceeded the standard level. In summary, two hypotheses accepted and one 

hypothesis rejected in this research.  

5.2 Discussion  

Empirical research findings also demonstrated that there were significantly 

correlated three-way relationships among organizational culture, employee 

motivation and job satisfaction (Roos & Van, 2008). In this study, organizational 

culture was significantly and positively correlated with job satisfaction (hypothesis 

1). In a five point Likert-type scale test, employees of Chinese telecommunication 

industry were more satisfied with the dimension of performance orientation 

(mean=3.7907), following with competitiveness (mean=3.7645), stability 

(mean=3.7500) and emphasis on rewards (mean=3.7029). But less satisfied with 

customer satisfaction (mean=3.5924). The finding was supported by previous study 

as indicated that organizational culture positively and significantly correlated with 

job satisfaction (Roodt, Rieger and Sempane, 2002; Daulatram, 2003; Redman, 2002; 

Silverthorne, 2004; Chang & Lee, 2007; Tan, & Waheed, 2011). For example, on 

sample (N=200) of government welfare organization, a significant and positive 

results were found in Roodt, Rieger and Sempane’s (2002) study with beta equal 

to .743, and P-value equal to 0.01 in which employees were more satisfied with 

some dimensions, such as performance orientation, reward orientation and customer 

orientation. This correlation also found in later study of Daulatram, (2003) where the 
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study populations was marketing professionals in a cross-section firms in the USA, 

which was different from the population used in this study (employees of 

telecommunication industry in China). Tzeng, Ketefian and Redman (2002) 

suggested that strengthening organizational culture can predict job satisfaction 

significantly and positively by investigating the relationship of these variables with 

population of staff nurses.  

 Organizational culture was significantly and positively correlated with 

employee motivation (hypothesis 2). Previous study also indicated that 

organizational culture can affect employee motivation positively (Franco, Bennet, 

Kanfer, 2002; Ritchie, 2002; Towers, 2006; Roos & Van Eeden, 2008). There were 

mutual interdependence relationships between organization culture and employee 

motivation as the organization can bring employee motivation and job satisfaction 

(Schneider & Synder, 1975). On sample of a Swiss contractor, Andreas (2006) 

found that organizational culture plays an important role in motivating employee’s 

innovative behavior. Organizational commitment will be created within employees 

when they believe innovation is an organizational value and accept innovative 

norms within their organization. Thus, it is imperative to reform organizational 

culture to improve employee motivation (Sempane et al. 2002).   

However, employee motivation was shown negative and weak effect on job 

satisfaction (hypothesis 3) in this study. Hypothesis 3 was rejected according the 

data analysis results. The result was reversed compared with previous study findings 
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(Ifinedo, 2003; Ahmed and Islam, 2011; Singh and Tiwari, 2012; Toe, Murhadi, & 

Lin, 2013). Some reasons may contribute to different results compare with previous 

study. 

First of all, empirical study results may not be covered in the case of Chinese 

telecommunication industry. Previous studies were draw conclusion from different 

samples. For example, Moynihan and Pandey (2007) implied that advancement 

opportunity was important for work motivation in sample of state government health 

and human service managers. On sample of 45 white collar employees in India, 

Ahmed and Islam (2011) found that motivation can explained 68% of the variance 

of Job Satisfaction. Egan, Yang and Bartlett’s (2004) study collected data from 

information technology (IT) industry in the United States. But currently, no 

literature provided the study results from Chinese telecommunication industry in 

terms of study employee motivation and job satisfaction.  

Secondly, according to the data analysis, employees in Chinese 

telecommunication industry were less motivated by six dimensions of motivator. 

Mean of employee motivation factors were quite low in a five point Likert scale: 

achievement (3.4088), recognition (3.2581), work itself (3.4837), responsibility 

(3.4553), advancement (3.4442) and growth (3.2591). Respondents in this study 

show lower level of agreement in the motivation survey. According to Adam’s 

equity theory, Van Wyk (2011) suggested that recognition, appreciation of 

achievements, advancement and growth opportunities can cause employees to be 
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demotivated if a perception of inequity exists. Tella, Ayeni and Popoola (2007) 

suggested that salary, wages and work conditions are main reasons affected 

employee motivation. Moynihan and Pandey (2007) distinguished three groups of 

motivation factors: 1) Individual attributes include age, self-efficacy and public 

service motivation, 2) Job characteristics include skills require to finish the job, task 

identity, task significance, autonomy, and feedback of job, 3) Organizational 

characteristics include effects of sharing values, teamwork spirit, ethics, adaptability 

to the dynamics of internal and external environments. We can see from previous 

study that there are many other factors can arouse motivation. Dimensions of 

Herzberg’s motivator may not motivated respondents in this study. According to 

Abraham Maslow’s need hierarchy theory, when the lower level of needs satisfied, 

people will motivated to the higher level of needs. Struggling in satisfy lower level 

of needs may cause demotivated when one finds it is difficult to move on high level 

of needs.  

Thirdly, previous study reported that motivation also correlated with other 

variables, such as employee retention (Ramlall, 2004; Mak &Sockel, 2001), 

employee commitment (Meyer, Becker, & Vandenberghe, 2004), employee 

pro-environmental behaviors (Graves, Sarkis, & Zhu, 2013), self-regulation 

(Zimmerman, 2008), etc. There are many other factors caused employee motivation, 

such as goal-setting, leadership (Van Wyk, 2011) salary, wages and conditions of 

service, information available and communication (Tella, Ayeni, & Popoola, 2007), 
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individual attributes( eg. age, self-efficacy and public service motivation) and 

organizational characteristics (eg. adaptability to the dynamics of internal and 

external environments) (Moynihan & Pandey (2007),etc. Moreover, need of 

employee is the primary factor affect their motivation (Ramlall, 2004).  

Last but not least, factors or determinants of employee motivation can be 

overlap with job satisfaction. As most of the job satisfaction factors can be driver of 

employee motivation. They are more likely to be the cause and effect relationship 

when it comes to assess their relationship. Singh and Tiwari (2012) suggested that 

motivation and job satisfaction are positively correlated with each other with 

motivation increases accompany with the increase in job satisfaction and vice-versa. 

It is difficult to distinguish cause and effect in only one specific case. 

5.3 Recommendation  

   As the study findings suggested that organizational culture significantly 

and positively impact employee motivation and job satisfaction. In other words, 

organizational culture can be a valid predictor of employee motivation and job 

satisfaction. So constructing strong organizational culture has a profound meaning in 

in improving employee motivation and job satisfaction. 
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5.3.1 Implication 

Respondents show lower level agreement on organizational culture statement 

in this study. Conflicts between external impression and internal impress may exist 

in this industry. In other words, three Chinese telecommunication companies enjoy 

good reputation as state-own company, but their employees show lower level 

agreement on organizational culture after working in the company. Therefore, to 

narrow the gap between external impress and internal impression, managerial team 

in this industry are recommended to constructing strong organizational culture by 

putting forward valid strategies. By completing internal promotion systems to 

improve employees competitiveness. It is imperative to set strong achievement 

orientation for employees. Improving employee’s organizational identification by 

giving enough support and avoid definitely leadership culture. Constructing good 

working communication mechanism can help to share information from the higher 

management level to the subordinate level timely and smoothly. It is important to 

focus on innovations by renewing service and product periodically, encouraging 

employee put forward new and creative thinking and ideas. By constructing a 

performance orientation working environment to set fair and effective reward 

systems. By providing secure and safe working environment for employees can 

reduce conflicts with shareholders and keep calm for emergency issues. Last but not 

least, as a service industry, it is valid to improve service quality and optimize present 

customer service system. Well organized customer service system can perform 
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effectively in dealing with customer issues, such as meet customer commitment, 

collect customer feedback on time, deal with customer complains effectively, etc. In 

summary, constructing strong organizational culture can help to improve job 

satisfaction by giving them heart feel satisfaction of their jobs.  

To solve the problems of high turnover and lower job satisfaction and 

employee motivation, manager team in Chinese telecommunication companies 

should pay more attention to factors that cause employee motivation and job 

satisfaction. These telecommunication companies show great attractiveness in 

organizational reputation and image as organizational culture can explain higher 

variance (β=.905) of employee motivation, but lower variance (β=.31) of job 

satisfaction. Compared with organizational culture, mean of employee motivation 

and job satisfaction were in a lower level. Employee may satisfy with organization 

but not very satisfied with internal management. Therefore, the management team of 

these telecommunication companies should pay more attention to employee’s 

motivators and job satisfaction. Specifically, set good relationship between 

managers and managed objects by giving adequate recognition base on the fair and 

constructive evaluation system. Allowing employees have options and freedoms in 

performing and finishing their jobs by setting clear job scope and responsibilities. 

Instilling employees take responsibilities for their jobs by emphasizing on work 

accuracy, finishing work on time and setting reasonable workload. Encouraging 

employee receive more challenging work task, move to higher position, etc. 
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Personal growth space should be given in a well constructive organization by 

organizing training to assistant employee gain working experience, improve skills 

and performance. Once employees have strong working motivation, they trend to 

work hard and perform well in order to achieve their objectives. They may trend to 

have higher job satisfaction when they achievement their career objectives.  

5.3.2 Limitation of the Study 

 This study aims at studying relationship between organizational culture, job 

satisfaction and employee motivation by using the sample of telecommunication 

industry in China. Some limitations and short-comings appeared in this research due 

to many reasons.  

 First of all, study findings and results may be different from previous 

research. Because this study mainly focus on study employees who work in three 

state-own telecommunication companies, China Mobile, China Telecom and China 

Unicom, Therefore, it is difficult to generate common findings and apply in other 

industries. And it is difficult to provide specific suggestions and recommendations to 

other industries.  

Secondly, 430 samples is not enough in representing a large number of 

population in this study. As mentioned in Chapter three, the general population of 

China’s telecommunication industry is about1,039,990 in recent years. Moreover, 

data source in this study concentrated in three second level cities. Thus, small 

sample size and limitation of data source can result in summarize common findings. 
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In other words, conclusions or findings of this study may not represent other 

respondents view on organizational culture, job satisfaction and employee 

motivation.  

Thirdly, it takes time to complete the questionnaire as there are 79 questions. 

Respondents may be in a hurry to complete the questionnaires without reading all 

questions carefully. Thus, their answer may not truly reflect their ideas.  

Finally, organizational culture, job satisfaction and employee motivation are 

vast topics with each consist of different theories and dimensions. It is difficult to 

generate common views in this study, because it only focus on Organizational 

Culture Profile(OCP) and motivator in Herzberg’s Two Factors theories, and job 

satisfaction using single-item test method.  

5.3.3 Recommendation for Future Study 

  Future studies are recommended to have deeper study by collecting data 

from different industries. In order to generate well accepted and more universal 

opinions, different samples should be study to test empirical theories and study 

results. Specifically, to compare how different organizational culture influence job 

satisfaction and employee motivation, further study can collect data from different 

countries with different national culture but should be in the same industry. In 

addition, factors and dimensions of organizational culture, job satisfaction and 

employee motivation should be conducted to generate wider opinions. Theory of 

organizational culture profile (OCP) can be optimized by exploring other aspects. 
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Hygiene factors of Herzberg’s Two Factor Theory (Borkowski, 2015:112) such as 

company policy, quality of supervision, payment, job security, interpersonal 

relations, working condition are recommended to apply and assess in further study. 

Other factors or aspects related to motivation should be apply to access the 

relationships between employee motivation and job satisfaction in China’s 

telecommunication industry as motivators in this study my not enough to generate 

more common theoretical results.  
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Questionnaire 

Instructions: This survey asks for your opinions about the company you are 

working for, your current work and your working motivation. Your answers will be 

confidential. Thank you for your help. 

 

Section A: Demographic Factors 

Please select only one item by making a tick √ in the box ☐. 

1. What is your gender?  

☐Male        ☐Female 

2. How old are you？ 

☐18-25 years old 

☐26-35 years old  

☐36-45 years old  

☐Over 45 years old  

3. What is your education level? 

☐Middle school or less 

☐High school  

☐Associate degree 

☐Bachelor degree 

☐Master degree and above 

4. Which company are you working currently? 

☐China Mobile 

☐China Telecom 

☐China Unicom 

5. How long have you been working in this company? 

☐Less than 1 year 

☐1-5 yeas 

☐6-10 years 

☐Over 10 years  

6. What is your position? 

☐High level manager  

☐Middle level manager 

☐Employee 

☐Others 

7. How much is your income per month? 

☐Less than ¥2,000  

☐¥2,000 - ¥3,999 

☐¥4,000 - ¥5,999 

☐¥6,000 - ¥7,999 

☐¥8,000 - ¥9,999 

☐Over ¥10,000 
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Section B: Organizational Culture 

 

 Do you agree following statements about the company you work currently? 

Please tick √ a number from 1 to 5 within following statements.  

    1=strong disagree; 2=disagree; 3=neither agree nor disagree;4=agree; 

5=strongly agree 

 

No. Items 1 2 3 4 5 

8 The company I am working for has strong achievement 

orientation. 

     

9 The company I am working for emphasis on quality.      

10 The company I am working for is distinctive from others.      

11 The company I am working for is competitive.      

12 The company I am working for often reflects on it’s modes of 

operation. 

     

13 The company I am working for has a good reputation.      

14 The company I am working for is socially responsible.      

15 The company I am working for has a clear guiding philosophy.      

16 The company I am working for focuses on teamwork.      

17 The company I am working for can share information freely.      

18 The company I am working for cares about its employees.      

19 The company I am working for emphasis on collaboration 

among different functional departments. 

     

20 The company I am working for renewing it’s service and 

product periodically. 

     

21 The company I am working for can take advantage of 

opportunities adequately to develop business. 

     

22 The company I am working for is risk taking.       

23 The company I am working for prefers new thinking and new 

idea. 

     

24 The company I am working for has fair reward system.      

25 The company I am working for offers good benefits.      

26 The company I am working for has high pay for good 

performance.  

     

27 The company I am working for praises employee who has good 

performance. 

     

28 The company I am working for has high expectation for 

employees.  

     

29 The company I am working for encourages employee should 

have enthusiasm for the job. 

     

30 The company I am working for focuses on work results.       
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31 The company I am working for emphasis on work efficiency 

and productivity. 

     

32 The company I am working for developing rapidly and stably.      

33 The company I am working for is calm for emergency.      

34 The company I am working for provides secure working 

environment.  

     

35 The company I am working for has low conflict with 

shareholders. 

     

36 The company I am working for focuses on customer 

commitment. 

     

37 The company I am working for collects customer’s feedback.      

38 The company I am working for has systems in measuring 

customer satisfaction.  

     

39 The company I am working for keeps customer personal 

information confidentially. 

     

 

Section C: Job Satisfaction 

Do you agree following statements about your current job? Please tick √ a 

number from 1 to 5 within following statements.  

1=strong disagree; 2=disagree; 3=neither agree nor disagree;4=agree; 

5=strongly agree 

 

No. Items 1 2 3 4 5 

40 Overall, I am satisfied with my job.      

41 I like working here.      

42 I will probably not be looking for a job outside 

telecommunication industry. 

     

43 I seldom think about quitting.      

44 I am satisfied with the way my company provides me with 

feedback. 

     

45 My work dose not makes me stressed.      

46 This company is a pretty good place to work.      

47 My job provides me opportunities to compete with others.      

48 My job is so interesting that it is a motivation in itself.      

49 The tasks that I do at work are enjoyable.      
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Section D: Employee Motivation 

 

Do you agree the following statements about the motivation you work? Please 

tick √ a number from 1 to 5 within following statements.  

    1=strong disagree; 2=disagree; 3=neither agree nor disagree;4=agree; 

5=strongly agree 

 

No. Items 1 2 3 4 5 

50 I am proud to work in this company because it recognizes 

my achievements. 

     

51 My job gives me feeling of accomplishment.      

52 I have contributed to my company in a positive manner.      

53 I am feeling very good about myself.      

54 I am proud to tell my friends that I work in this company.      

55 I feel appreciated when I achieve or complete a task.      

56 My manager always thanks me for a job well done.      

57 I should receive adequate recognition for doing my job well.      

58 My work evaluation is based on explicit performance 

criteria. 

     

59 Job evaluations in this company are fair and constructive.      

60 I have freedom to choose when to perform my duties.      

61 I have freedom to decide how to accomplish my task.      

62 I have clear job scope and responsibility.      

63 My job is challenging and exciting.      

64 My working procedures are flexible.      

65 I take responsibility for my part in mistakes.      

66 I expect more accuracy in my work.      

67 I expect to finish my work on time.      

68 I take responsibility for my job decision.      

69 The level of work responsibility given to me is appropriate.      

70 I will choose career advancement rather than monetary 

incentives. 

     

71 I believe that I can move to higher level if I work hard.      

72 I am looking for a more challenging work task.      

73 I am confident that I will be able to achieve my career 

objectives in this company.  

     

74 I want to compete for higher position.      
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75 I participate in training to improve my own skills and 

abilities. 

     

76 The company I am working for provides opportunities for 

promotion. 

     

77 My job allows me to improve my experience, skills and 

performance. 

     

78 My company provides me adequate training to do my job.      

79 I can learn many new things from my work at this company.      

 

Thank you very much! 
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问卷调查 

尊敬的先生、女士： 

    您好！这是一份关于企业文化，工作满意度以及工作动机的问卷。本问卷

采取匿名填写的方式，问卷结果仅用于论文研究，请您放心填写。您提供的信

息对论文的研究至关重要，谢谢您的配合！ 

第一部分：基本资料 

请选择一个选项，并在方框里打√。 

1.您的性别？ 

☐男          ☐女 

2. 您的年龄？ 

☐18-25 岁 

☐26-35 岁 

☐36-45 岁 

☐45 岁以上 

3. 您的学历？ 

☐初中及以下 

☐高中 

☐大专 

☐本科 

☐硕士及以上 

4.您目前工作的公司？ 

☐中国移动 

☐中国电信 

☐中国联通 

5.您在这个公司工作了多久？ 

☐少于 1 年 

☐1-5 年 

☐6-10 年 

☐10 年以上 

6.您的职位？ 

☐高层管理人员 

☐中层管理人员 

☐普通员工 

☐其他 

7.您的月收入？  

☐少于 2,000 元 

☐2,000 - 3,999 元 

☐4,000-5,999 元 
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☐6,000-7,999 元 

☐8,000-9,999 元 

☐10,000 元以上 

 

第二部分：组织文化 

 

您同意以下关于您现在工作公司的描述吗？请在选项 1 到 5 之间任选一项，

并打√。 

1=非常不同意; 2=不同意; 3=中立; 4=同意; 5=非常同意 

 

序号 项目 1 2 3 4 5 

8 我现在工作的公司强调成就导向。      

9 我现在工作的公司注重质量。      

10 我现在工作的公司与同行有所不同。      

11 我现在工作的公司富有竞争力。      

12 我现在工作的公司经常反思自己的经营模式。       

13 我现在工作的公司有良好的信誉。      

14 我现在工作的公司具有社会责任感。       

15 我现在工作的公司有清晰的指导理念。      

16 我现在工作的公司强调团队合作。      

17 我现在工作的公司可以自由地共享信息资源。      

18 我现在工作的公司关心员工。      

19 我现在工作的公司强调不同职能部门之间的合作。      

20 我现在工作的公司定期更新产品和服务。      

21 我现在工作的公司可以充分地利用机会发展自身。      

22 我现在工作的公司具有冒险精神。      

23 我现在工作的公司更倾向于采纳新的意见和想法。      

24 我现在工作的公司奖励制度较公平。      

25 我现在工作的公司提供较好的福利。      

26 我现在工作的公司对于业绩良好的员工支付较高的

薪水。 

     

27 我现在工作的公司会称赞业绩良好的员工。      

28 我现在工作的公司对员工有较高的期望。      

29 我现在工作的公司鼓励员工应该热爱本职工作。      

30 我现在工作的公司注重工作结果。      

31 我现在工作的公司注重工作效率。      

32 我现在工作的公司发展平稳迅速。      

33 我现在工作的公司沉着冷静地面对突发事件。      

34 我现在工作的公司提供安全的工作环境。      

35 我现在工作的公司与其利益相关者冲突较小。      

36 我现在工作的公司注重对顾客的承诺。      
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37 我现在工作的公司会收集顾客的反馈。      

38 我现在工作的公司有测量顾客满意度的系统。      

39 我现在工作的公司严格保密顾客的个人信息。      

 

第三部分: 工作满意度 

 

您同意以下关于您目前工作的描述吗？请在选项 1 到 5 之间任选一项，并打 √。 

1=非常不同意; 2=不同意; 3=中立; 4=同意; 5=非常同意 

 

序号 项目 1 2 3 4 5 

40 总体而言，我满意目前的工作。      

41 我喜欢在这里工作。      

42 除了电信行业，我可能不会再另寻其他行业的工作。      

43 我很少会想到辞职。      

44 我很满意公司提供反馈的方式。      

45 我的工作没有使我感到有压力。      

46 这是个非常不错的公司。      

47 我有机会与同行的人竞争。       

48 我的工作很有趣，它很激励我。      

49 我很享受目前的工作任务。      

 

第四部分：工作动机 

 

您同意以下关于您工作动机的描述吗？请在选项 1 到 5 之间任选一项，并打√。 

1=非常不同意; 2=不同意; 3=中立; 4=同意; 5=非常同意 

 

序号 项目 1 2 3 4 5 

50 我为在这个公司工作感到自豪，因为它认可我的成就。      

51 我的工作给我带来成就感。      

52 我对公司做出了积极的贡献。      

53 我自我感觉良好。      

54 我可以自豪地告诉朋友我在这个公司工作。      

55 当我完成工作任务的时候，我会得到赞赏。      

56 完成工作后，我的经理会对我表示感谢。      

57 我应该得到足够的认可，因为我做好了本职工作。      

58 评估我的工作有明确的绩效标准作为依据。        

59 公司的工作评估既公平又有建设性。      

60 我可以自由地选择何时完成我的工作。      

61 我可以自由地选择用什么方式完成我的工作任务。      
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62 我有明确的工作职责。      

63 我的工作既刺激又富有挑战性。      

64 我的工作流程很灵活。      

65 我为自己工作上所犯的错误承担责任。      

66 我对自己的工作精益求精。      

67 我希望自己能按时完成工作。       

68 我要为自己工作上的决定负责。       

69 分配给我的工作量很合理。      

70 我会选择职位晋升，而非金钱奖励。      

71 我相信只要我努力工作，就会提升到更高的职位。      

72 我在寻求更具有挑战性的工作任务。      

73 我相信我能在这个公司实现我职业发展的目标。      

74 我想竞争更高的职位。      

75 我参加培训就是为了提升我的工作技术和能力。      

76 我现在工作的公司提供职位晋升的机会。      

77 我的工作能丰富我的经历，提升我的能力和绩效。      

78 为了支持我的工作，公司提供很多培训的机会。      

79 我可以从我的工作中学习到很多新的东西。       

 

非常感谢您的合作！ 


