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ABSTRACT

The purpose of this study is the relationship betwjeb satisfaction with organizational culturestéffs of physical
education offices of Mazandaran province. The nuetbb study is descriptive and correlational. thatistical

population of the study consisted the staffs ofjglay education offices of Mazandaran province tiienber 151,
according to the purpose, the sample volume wastl with statistical community (N=n). The reséateols are
two questionnaires of job satisfaction (Wysockdkmmmm) and organizational culture (Sashkin) thheit

reliability were estimated through Cronbach’s alpbaefficient, job satisfaction 0.87, organizatiomailture 0.76.
Data analysis was done with using of descriptiadistics and inferential statistics by SPSS 16 Brdel software.
Test results showed that between job satisfacti@haaganizational culture in Physical Education iCéf staffs and
also between job satisfaction and component of mimgdional culture that includes adapting to chasgachieving
of goals, coordinating of work groups, attention d¢bents and power of organizational culture, thdee no

significant relationship. So recommend that theegal manager and managers of physical educatidices of
seventeen branches cities of Mazandaran provinoeldhimprove the organizational culture componesush as
coordinate change, achieving goals, coordinatedneark, customer oriented and power of organizatiangture,

that improved organizational culture and job saistfon will lead to more.
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INTRODUCTION

Organizations represent the most complex socialctstres known today because of their dynamic nature
Employees are one of the role players in the opgdioin, and it is through their involvement and ogtment that

the organization becomes competitive. The relatignsbetween the organization and people is however
interdependent in nature [2, 15], and both panti@y impact on one another’s ability to achieve fpasiresults.
This research focus on both the private and puaators has led to an adoption of reforms aimddiaging about
change in organizations to increase job performanceworker motivation.

Job satisfaction
The job satisfaction of employees occupies the napb place in the list of main concerns of humesource
management department. The reason of this imp@tentwofold. On one side it helps in retaining tfimployees
1029
Pelagia Research Library



Shaghayegh Kiani Mehret al Euro. J. Exp. Bio., 2012, 2 (4):1029-1033

and on the other side it raises their performamsell According to Hoppock (1935) job satisfactisn“any
combination of psychological”, physiological, andveonmental circumstances that causes a perssayo“l am
satisfied with my job”. Ivancevich et al. (1997t that job satisfaction is something due to wisichorker feels
that how well he/she is in an organization. Thedgtaf job satisfaction can be traced to Herzber@s@) who
theorized that job satisfaction is a function oftivetors which contribute to job satisfaction angjiene’s which
lead to job dissatisfaction. Locke (1976) defineth jgatisfaction as an emotional state related gopibsitive or
negative appraisal of job experiences. Kreis anacBypp (1986) suggested that job satisfaction |lsted to self-
perception of needs fulfillment through work. Pegton and Riley (1991) contemplated a view of jakis§action
as an external or internal value. In their vievpesson’s general assessment of how satisfied dégstn the job is
made according to an absolute frame of referendeleva person’s assessment of level of satisfactidth
individual job facets is based on a relative stathdlaat is specific to the work context and thatives comparison
with the situation of other employees. Extensivaeegch proved that job satisfaction does not happeolation, as
it is dependent on organizational variables sucktagture, size, pay, working conditions and leski@, which
constitute organizational climate [32, 33, 15, {, Many factors affect employee’s job satisfacti¢torter and
Lawler (1968) divide the factors into the intrinsatisfactory factors related to work it and thé&iasic satisfactory
factors not directly related to work it. Seasohanel Taber (1975) consider that personal attribatesenvironment
play major role in influencing job satisfaction.i€slon and Durick (1988) indicate that the workengelf/herself,
work and organizational characteristics are theofacaffecting job satisfaction.

Organizational culture

Organizational culture has been defined in manyswayhe literature, for example organizationatund is defined
as “a system of shared values (that define whanortant) and norms (appropriate attitudes andabiehs) by
O'Reilly and Chatman’s (1996). In most definitioverious combinations of assumptions, values, nobmisefs and
ways of thinking and acting are used to explaindhganizational culture [6]. Organizational culturas been an
important theme in management and business resdarclsome two decades. One reason for this is that
organizational culture has the potential to affeeange of organizationally and individually dediutcomes [5].
Ritchie (2000) notes that, from the time of thelieat writers on organizational culture [6, 24]f fias been
suggested that organizational culture affects saolcomes as productivity, performance, commitmesatif
confidence, and ethical behavior”. Similarly, moeeent writers have repeated the assumption thigahizational
culture impacts significantly on an organizatiots employees’ behavior and motivations and, ultatyatthat
organization’s financial performance” [11]. Orgaatipnal culture has been argued to be relevant vareety of
contexts including the adoption of innovative tealogies and workplace practices [7, 12], informatgystems
integration [36], strategy implementation [3], guldnning initiation [9]. For most organizationaliters, culture is a
stable, conservative and resistant force thak&yito change only through management interventéarecently as
1999, for example, Hendry stated: “Because of éeplly embedded nature any culture, societal, intital, or
organizational, is resistant to change”. There lideeally hundreds of examples one might give df thttitude to
organizational culture change, some of the earbest most influential being Ouchi (1981), Pascald athos
(1981), Deal and Kennedy (1982) and Kilmann, Saxi®83). Nonetheless nearly all of this literataderesses the
possibilities and benefits of intentionally alterinrganizational culture as a means to achieviegtgr managerial
control or enhancing organizational performance.

Job Satisfaction and Organizational Culture

A basic understanding of culture is essential ® timderstanding of formal and informal employeeav@irs.
Organizational culture influences employees bottealy and indirectly. Research from mainstreamirmss
organizations suggests that organizational climafiences productivity, effectiveness, performari28], job
satisfaction, [24], innovativeness [17], and leatgr and decision-making [30]. Subcultures withergkr
organizations are shaped by conditions such aardiffial interaction based on structure, locatswe, and division
of labor; shared experiences, leading to similasqm®al characteristics and social cohesion [26ceTand Beyer
1993). Researchers link job satisfaction with mdagtors e.g. fairness of rewards, growth opporiesit
participation in decision making, supervisory suppand compensation etc. A large number of reseasch
however, link job satisfaction with organizatiomallture e.g. Taber (1975), Jiang and Klen (2000gkikhon
(2003), Navaie-Waliser (2004), Rad (2006), Arndt@@6), Chang and Lee (2007), and Mansoor and T@gh0)
etc. According to Schhneider (1983) organizatiandiure is a combination of value system and assiomp which
lead an organization to run its business. By rewigwaforesaid scientific studies, we can find mssholars’
confirmation of the significant relationship betweerganizational culture and job satisfaction. leams
organizational culture can actually affect the ektef job satisfaction. Thus, if employees showhkeigidentity
extent to organizational cultures, the extent df gatisfaction shall be higher naturally [] (Cheangd Lee 2007).
From the above discussion, it appears that orgtaied culture does play an important role in praimg the job
satisfaction for employees towards the organizatisniccess, and this could only be achieved byrigmgsthat an
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appropriate culture was being developed or shapéiei organization that matched managerial vakgis des and
behaviors. Evidently, organizational culture daffect employee’s job satisfaction.

H1: Job satisfaction will have relationships wittganizational culture and its components in thetiviies. This
hypothesis focuses on “main effects” of job satistm. This is a rather tentative expectation & fioint, so we
pose it as a research question:

RQ1: What is the relationship among job satisfactiad organizational culture?
To investigate the hypothesis and the researchtiqoes study combining quantitative and qualitatprocedures
was employed.

MATERIALS AND METHODS

This method of research is descriptive and coiigglat survey that collects of data took place frivahd studies.
Statistical population of this study included df einployees of physical education offices in Mazaad province
(professionals, managers and experts) were equdltgpeople. To apply of the research, the quasdioes sent to
the staff departments of Physical Education in Madasan province, which number 139 were filled the
guestionnaires completely. For data collection, ewased the two questionnaires with valid standadjizlob
satisfaction of Wysocki and Kromm and Organizatlooature questionnaire of Marshal Sashkin whiclveha
validity and reliability. The reliability was obtad with Cronbach's alpha, Job satisfaction quastive was 0.89
and Organizational culture questionnaire was OF08.the analysis of the data, descriptive and énfeal statistics
methods are used. Kolmogrov Smironov test idewtifieb satisfaction and organizational culture haeemal
distribution, so parametric tests (Pearson P<Ov&E used for analyzing these data and assumptforadyzing
was performed by SPSS16 and Excel software.

RESULTS

In Table 1, results presented shows the numbezméles staffs are 49 (35.3 percent) and the nuoflreale are 90
(64.7 percent). The number of employees in 20-30ag 34 (24.5 percent), 31-40 age are 50 (36 pigrekl-50
age are 42 (9.4 percent) and 51-60 age are 13 (#5&nt). Employees with 5 years experience aré233

percent), 6-10 years are 31 (22.3 percent), 11eHbsyare 23 (16.5 percent) and with an experieho®ree than 15
year are 50 (36 percent). Number of employees Wwhiv fields are physical education is 75 (51.6 petcand non-
physical education are 67 (48.2 percent).

Table 1. Distribution and frequency percent

Gender Age Experience Field
. More . Non-
Female Male 2030 L 4L 5150 UNl 615 115 than  PYSCA pisical
40 50 5 Education .
15 Education
Frequency 49 90 34 50 42 13 35 31 23 50 72 67
Frequency  soa00 64796 24.5% 36% 9.4% 2520 252% 22.3% 16.5% 36% 51.8% 48.2%

percent

Figure 1 shows the average of Job satisfactionli® @nd also indicates the average of organizdtmrture 3.34.
The average of components of organizational cult@@apting to changes 3.27, achieving of goals ,3.29
coordinating of work groups 3.24, attention to ige3.64, and power of organizational culture 3.24.
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Figure 1. Average Results of Job satisfaction, Orgézational culture and its components

The inferential analysis in Table 2 revealed thisr@ot relationship between job satisfaction angaaizational
culture in staffs and experts of physical educatiffices in Mazandaran province in significant [E9€5 (Pearson).

Table 2.Relationship between job satisfaction and organizainal culture

. L Coordinating . Power of
Organizational Culture Ag?}‘;::;%;o ACh'%\g{;g of of Work Atté:eﬁélr?tr; to Organizational
9 Groups Culture
Job Satisfaction P value 0.983 0.622 0.862 0.534 0.555 0.608
R - 0.002 0.043 -0.015 - 0.054 0.051 - 0.045

Correlation is significant at the 0.05 level (Pean3
DISCUSSION AND CONCLUSION

For increasing of productivity to achieve organaaél goals, there are strategies which the masagér
organization consider. One of these strategiesdating a favorable organizational culture. Alsd datisfaction
emphasizes the specific task environment of thel@mps. Using this perspective as a springboaskarehers
developed a more comprehensive approach to unddnstp larger work environments, through the study o
organizational culture and its impact upon humaatigns and work conditions. In helping to undemstahe
organizational culture attributes that has sigaificeffect on the prediction of the level of joliigfaction, in the
Iranian organizations, the current study has ddriseveral important implications for research anactice. The
purpose of this study is determine whether theranig relationship between the organizational caltand five
components of organizational culture with job $atison, adapting to changes, achieving of goalsrdinating of
work groups, attention to clients and power of argational culture. The results of this study rdedathose
employees' perceptions of organizational cultureewsot significant related to employees' job satigbn. This
study endeavors contribute most too practicing marsaand experts. In the descriptive findings, peeghose
experience is more than 15 years, have the highegtiency which indicates a statistical populatisrold and
should be considered in the near future to attyaohg workers. Approximately the half of the emm@ey’ field |
non physical education. So it should be considénefiiture to employ experts who have experiencghgsical
education field. The average of job satisfactiafidates employees like to perform better and fdegh level of job
satisfaction. The higher levels of employees' fati®n in such organizations may give an advanags other
organizations in attracting and retaining employgesa competitive environment. The average of oizgional
culture shows employees consider organizationdul All of the components of organizational crdtlhave a
mediocre average. Attention to clients of orgamizet! culture has a higher average than the otbmponents. It
shows clients and their request is on the top efgbals of these organizations. With considerethefresults of
researchers, the findings of this study is incdasiswith them, which can indicate a weakness batwemployees
and experts of physical education departmentsigngiovince, as members of an organization playomajles in
the organizations, this could reduce the efficienag effectiveness of the organizations, partitylar physical
education organizations that play an important inléheir community mental health and physical. tBe results
indicate the economic problems in Iranian society the low wages and benefits can be reduced jidfaszion,
and this causes affect on succeed of team workiogrdination with changes and accessing to comnuats gof
employees. According to the research findingss isuggested the general manager and administditeetor of
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physical education departments should improve doatidn, such as corporate culture, goals, alsardinated
teamwork, customer orientation and strength of mimgdional culture. If it would be attended, it Mliring more
improved corporate culture and job satisfaction.
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