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ABSTRACT 

This study examines employees’ perceptions and reactions regarding the organizational 
culture for their job satisfaction where the five variables or organizational culture are 
selected as working conditions, compensations, respect from co-workers, relationships 
with supervisors and opportunity for advancement. The key purpose of this study effort 
was to investigate how organizational culture can affect job satisfaction of the employees 
in response their perceptions and reactions towards the organizational culture factors. 
This study operationally defined culture in terms of working conditions, compensations 
and benefits, respect from co-workers, relationships with supervisors and opportunity 
for advancement. To this research, both primary and secondary data are used where the 
statistical population included the employees of bank organizations in Bangladesh. 
Almost primary based, the data were collected through the distribution of a standardized 
questionnaire among 500 employees through convenience sampling. This study revealed 
that Respects from the co-workers as the components of organizational variable has the 
most domination in framing Job Satisfaction in respect of the employees perceptions  of 
the bankers where working conditions has the least among five explanatory variables. 
The statistical result of this paper also found that the selected organizational culture 
related variables have the direct effect over the level of job satisfaction to either increase 
or decrease. The results of this study supported the reliability measures of the 
organizational culture questionnaire over the populations, regardless of the reality that 
the sample size for this study was inadequate. A further suggestion for future research 
would be to establish whether improving measurement and response mechanisms in the 
jobs of social workers would positively influence job satisfaction and perception of 
organizational culture by employees in this job category. 
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INTRODUCTION 

The economy and the economic trend of Bangladesh in 2014 is seen upwards direction despite 
of some unexpected worries where the economy of Bangladesh has registered a balanced 
increase of greater than 6% in the last couple of years.  
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The political pandemonium in 2013 and 2014 produced timid business atmosphere for setting 
up new industries consequential in downwards investment demand that led to glut liquidity 
in the banking system. However, the economy of Bangladesh started to obtain in force during 
the year under review. In fact, the economy of Bangladesh achieved a decent 6.12% growth 
rate against all odds that was 6.00% during 2013. There was a breath of fresh air as inflation 
was at a comfortable level. Particularly to mention that point to point inflation in December 
2014 was 6.11% (lowest in 25 months) whereas in December 2013 it was 7.35%. The country’s 
overall import increased by 11.36% to US $16.20 billion during July-November of fiscal year 
2014-2015 mainly due to higher import of fuel oils and capital machinery. Export earnings in 
the first half of fiscal 2014-15 stood at US $14.91 billion, a slight improvement by 1.56% year-
on-year. The country’s overall remittance inflow increased by 7.90% to US $14.92 billion in 
2014 in comparison to US $13.83 billion in 2013. Country’s Trade Balance in July-August of 
fiscal year 2014-15 showed a negative US $999 million, which was negative US $790 million 
in the corresponding period of the previous year (Bangladesh Bank Statistics, 2014-2015). On 
the other hand the Current Account Balance shows a negative US $1,261 million but a huge 
financial account surplus resulted in a positive $1,246 million in the overall balances in July 
to October 2014 period. The foreign currency reserve stood at $22.30 billion in December 2014, 
a record until the study period. Credit to private sector registered 12.27% growth against the 
target of 14.50% in the fiscal year 2013-2014. NPL, the much talked about issue in the banking 
area, was 4.27% in September 2014 compared to 2.01% in December 2013. The statements that 
have been mentioned here in order to know the contribution of the banking section of 
Bangladesh to the economy of Bangladesh and the economic trends where a bank is an 
establishment whose existing operation consists in conceding loans and receiving deposits 
from the public. In figure, there are about 6 state-owned commercial, 2 state-owned 
specialized, 31 private commercial, 8 private Islamic commercial, 9 foreign commercial, 10 
specialized and 40 NPSB members banks organizations are doing their business by providing 
financial services in Bangladesh (Bangladesh Bank Periodic, September, 2015). A massive number 
of employees are serving in the bank companies in Bangladesh where the performance of the 
employees sturdily makes impact on the success of bank business. Along with this, the 
contribution of the employees towards the successful running of the bank business depends 
on their job satisfaction. Besides, organizational culture is one of the most significant forces 
that create job satisfaction or dissatisfaction. This research work has been conducted to know 
the relationships between the organizational culture and job satisfaction of the employees 
where the study field is bank organization. The study is done by using both primary and 
secondary data based on field works on 500 employees in different types of banks at Dhaka 
City in Bangladesh. The determinants that are used as organizational culture to test the job 
satisfaction of the employees measuring their perceptions and reactions are assumed as the 
variables such as working conditions, compensations, respect from co-workers, relationships 
with supervisors and opportunity for advancement. The surveyed organizations and their 
cultures and the demands of job satisfaction in response of the perceptions and reactions of 
the employees of bank organizations may lead to a conflict situation. This leads to the 
question: what determinants of organizational culture have the strong influence on 
stimulating and promoting the job satisfaction in organization? 

CONCEPTUAL FRAMEWORK 

In definition, organizational culture is defined as shared philosophies, ideologies, values, 
assumptions, beliefs, expectations, attitudes and norms in organizations (Lund, 2003; 
Maslowski, 2001). It is a pattern of shared basic assumptions and is developed over time as 
people in the organization learn to deal with problems of external adaptation and internal 



Global Disclosure of Economics and Business, Volume 4, No 2/2015                                                                                     ISSN 2305-9168(p); 2307-9592(e) 

CC-BY-NC 2014, i-Proclaim | GDEB Page 169 

 

integration (Schein, 1999). Besides, Locke (1969) defined job satisfaction as an emotional state 
related to the positive or negative appraisal of job experiences.  Kreis and Brockopp (1986) 
suggested that job satisfaction “is related to self-perception of needs fulfillment through 
work.” Pennington and Riley (1991) contemplated a outlook of job satisfaction as an external 
or internal value. In their view, a person’s general assessment of how satisfied he/she is on 
the job is made according to an absolute frame of reference, while an employee’s assessment 
of level of satisfaction with individual job facets is based on a relative standard that is specific 
to the work context and that involves comparison with the situation of other employees. 
Weiss and Cropanzano (1996, as cited in Thoms, Dose, and Scott, 2002), contended that “job 
satisfaction represents a person’s evaluation of his or her job and work context.” Job 
satisfaction is known as a construct which comprise of the employee feelings about different 
job element. In this era of industry and investment, the market has become much more 
competitive and volatile. A certain type of culture has grown in the organizations indicating 
the type of their strategies and work procedure. Employees in the concerned organizations 
become a part of that culture. The recent worldwide financial crisis has affected the global 
market to a great deal. Such turbulence has made employees anxious, disappointed and has 
inculcated in them an aggressive behavior. They have developed some sort of negative 
attitude towards their organization as well as their job. They have become less committed and 
less transparent. Hence it has become very essential for the management to turn to human 
resource management and help employees to be satisfied with their job not only to retain 
them but to incorporate in them a strong sense of involvement that would sure drive the 
business performance. Here the role of organizational culture comes into play. In such a 
strong culture employees reflect a pride of ownership throughout the company and 
workforce wide understanding of the company’s strategic goals. Such a culture encompasses 
the collective goals of a company and the standards of expected behavior in achieving these 
goals (Biswas, W., 2015, p. 15).  With the great number of organizations and institutions 
globally, it is only natural that the general well-being of workplaces has become an object of 
theoretical interest and extensive research. An organization’s well-being is described as the 
way in which its function and quality are perceived by employees (Warr, 1992). It includes 
the employees’ physical and mental health, sense of happiness and social well being, which 
are all attributed with the term “job satisfaction” (Grant et al., 2007). 

LITERATURE REVIEW 

Review of literature is an integral part of conducting research. Review of past literature helps 
conceptualization, formulation of hypotheses and choice of tools of analysis. It also helps in 
arriving at meaningful conclusions. In almost any organization around the globe, the 
organizational culture would consist of the uniquely patterned beliefs, feelings, values and 
behavior that connect the members to the organization and simultaneously distinguish that 
organizational culture from the cultures of other organizations. With this view a brief review 
of past studies and concepts relevant to the present study are highlighted in below. 

Arnold & spell, 2006 showed in their research work that employees’ benefits and rewards 
constitute 30-40% of the compensation package of the employees which is often overlooked by the 
management. Seashore and Taber (1975) claimed that rewards and benefits have a positive impact 
on the job satisfaction of the employees. Identified that job rewards can be used as the tools for 
improving the financial situation have a strong impact on the job satisfaction. 
Bellou, 2010 has examined organizational culture relation on job satisfaction regarding with 
the gender and age. Result suggests that some cultural types effect on employees job 
satisfaction they may be personal growth opportunities, good reputation. Recommendations 
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according to this research are organizational culture can enhance employee's job satisfaction 
to feel them part of the organization and encourage them to build their career within and 
outside organization, because if organization bound their employees to built and enhance 
their capabilities and expertise within organization they may be not fully show their 
capabilities, in this way organization don’t have chance to lose their employee and their 
loyalty towards organization and that become organizational competitive advantage. 

Jiang & Klen, 2000, said in their paper that in the past  decades it has been clearly identified 
that supervisors support can create the positive impact in the job satisfaction of the employees 
(Greenhaus,1990) supervisor support can be taken as the positive support by the supervisors 
for the career development of the subordinates (Kram,1985). It has been observed that higher 
level of the supervisor support increases the job satisfaction which in turn decreases the 
turnover rate. 

Jung et al, 2008 has explored the relation between organizational cultures from national 
culture on total quality management performance. About 186 multinational organizations 
filled questionnaire, regression analysis shows that total quality management is significant 
relates with organization culture and total quality management has positive impact on 
business performance. 

Mckinnon, 2003 told that obviously, cultural dimensions are reflected in various forms in the 
external life of a society or an organization, as well as in the values and beliefs held by its 
members. Culture; have been under consideration from the aspect of its different dimensions 
playing a role in effecting the job satisfaction. 

Palthe & Kossek, 2003 however, it was also claimed that perception about the organization 
culture can never be the same among all the employees and it varies from person to person 
depending upon their own beliefs and mind sets. 

Rashid et al, 2004 have studied organizational culture and organizational changes in 
Malaysia. Finding shows that association between organizational cultures, effectiveness 
attitude of organizational changes, result also shows that different types or organizational 
culture have their own way for the acceptance in organizational changes. This means every 
organizational culture has some capabilities for the changes and some organization does not 
allow their employees to change with the external environment, not even try to change their 
culture with time. 

Wallach, 1983 has argued that grouped organizational culture becomes three, that is: 
bureaucracy culture, innovative culture and supportive culture. (1) Bureaucracy culture is 
culture hose condition needs arrangement, command and rules (2) innovative culture bring 
freedom to participant in it to free in thinking, stating opinion, free their thought and feeling 
and to work (3) supportive culture is in its communication interaction give emphasis to the 
kinship values such as harmony, openness, friendship, cooperation, and trust. 

RATIONALE OF THE STUDY 

The satisfied employee brings prosperity for the organizations, managers, shareholders and 
other stakeholders of any business. Eagerness to make available excellence services in today's 
globe plays a significant task in the service industries. Since service excellence is considered 
vital for organization's survival and profit making. Service excellence plays a considerable 
role in customer's satisfaction, maintenance, and stability. A lot of experts began to bicker that 
budding a strong organizational culture is crucial for success. Management should meet up 
the desires and needs of internal customers so that the staffs have towering levels of 
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satisfaction and give high class external service to external customers. It does not come as a 
surprise that employees experience work-overload and underpay, develop competitive 
relationships with colleagues and superiors and get involved in strike actions. Therefore, 
employees’ preferences should be measured, studied and utilized both in the frame of the 
specific organization they work in and in the frame of branches and national cultures, as 
promoting employee’s well being has been found to improve their performance and 
productivity and make organizations competitive. This paper studies the role of 
organization’s culture on the job satisfaction in respects of perceptions and reactions of the 
employees belonging to the banks in Bangladesh. This study will be of great benefit to the 
management, policy makers, researchers and others. 

LIMITATIONS OF THE STUDY 

This research has some limitations and future work can be done. Due to lack of time of the 
researchers, the study has been done on 500 sample size from a huge population over the 
surveyed field. This research was conducted mostly in a quantitative way. It will be better to 
continue some qualitative research and make comparison between qualitative and quantitative 
results to know the accurate rationality of the selected topic and the comparison fields. At the 
time of collecting data from the sample, the employees were too busy at their works to provide 
optimum time to conduct the research. Moreover, the top level management and the concerned 
branch authority sometimes seemed reluctant to provide required information.  Considering of 
all the limitations of this study, the researcher thinks that in future it will be convenient for the 
researchers to deal with any gap derived from this study. 

PURPOSES AND OBJECTIVES OF THE STUDY 

The key objective of this study was to investigate the impact of organizational culture on job 
satisfaction of the employees in relation to their perceptions and reactions their work place. 
The specific objectives of the study were:  

 To describe demographic characteristics of the respondents. 

 To identify determinants of organizational culture have the strong influence on 
stimulating and promoting the job satisfaction in organization. 

 To analysis the nature of perception of the employees towards their job supporting 
activities. 

 To assess the relationships among the variables of organizational culture and job 
satisfaction of the employees of Bank Organizations. 

 To offer suitable suggestions on the basis of the study.  

HYPOTHESIS OF THE STUDY 

The hypotheses for this study have been drawn as; 

Ha:  The determinants of organizational culture have the impact on employees’ job 
satisfaction. 

Ho:  There is no relationship between the determinants of organizational culture and the 
employees’ job satisfaction. 

METHODS AND MATERIALS 

The study is explanatory as well as descriptive in nature and based on both primary and 
secondary data. The sample population for this study was composed of the employees of the 
banks in Bangladesh. Primary data are collected through the questionnaire and interviews, 
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and secondary data are collected from annual reports, periodic, journals, magazines and 
books. The study is done using the convenience sampling where the researchers issued five 
hundred and fifty (550) questionnaires to the selected employees from top level to bottom of 
selected State-owned Commercial, State-owned Specialized, Private Commercial, Private 
Islamic Commercial, Foreign Commercial, Specialized and NPSB members banks at Dhaka 
City in Bangladesh and out of which five hundred (500) were returned with their responses. 
The selected organizations with the surveyed sample size are mentioned in below: 
 
Table 1: Sample distribution 

Name of Banks Sample Size % Total 

State-owned Commercial:  
30 

 
6% 

 

Sonali Bank Limited 

Janata Bank Limited 30 6% 12% 

State-owned Specialized:  
30 

 
6% 

 

Bangladesh Krishi Bank Limited 6% 

Private Commercial:  
30 

 
6% 

 

Dhaka Bank Limited 

Dutch Bangla Bank Limited 30 6% 

Jamuna Bank Limited 30 6% 

Mercantile Bank Limited 30 6% 

National Bank Limited 30 6% 

Prime Bank Limited 30 6% 

Southeast Bank Limited 30 6% 

United Commercial Bank Limited 30 6% 48% 

Private Islamic Commercial:  
30 

 
6% 

 

Islami Bank Bangladesh Limited 

Al-Arafah Islami Bank Limited 30 6% 

Shahjalal islami Bank Limited 30 6% 18% 

Foreign Commercial:  
20 

 
4% 

 

Standard Chartered Bank 

Citibank NA 20 4% 8% 

Specialized:  
20 

 
4% 

 

Karmasangsthan Bank 

Grameen Bank 20 4% 8% 

Total 500  100% 

 
Questionnaire is designed to gather the data consisting two parts where Part-I designed as 
the demographic characteristics of the respondents includes age, gender, educational 
qualification etc while Part-II consists 30 statements to measure the job satisfaction in relation 
to organizational culture including five dimensions such as working conditions, 
compensations and benefits, respect from co-workers, relationships with supervisors and 
opportunity for advancement. The collected data regarding the employees perceptions and 
reactions are analyzed through descriptive statistics using SPSS; analysis of the forces under 
the variables using central tendency and dispersion statistics and testing the employees job 
satisfaction through the correlation matrix, ANOVA and the simple statistical tools. The 
analysis has been done using the Likert five points scale such as 1=strongly agree, 2=agree, 
3=somewhat agree, 4=disagree and 5=strongly disagree. 
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ANALYSIS AND INTERPRETATION 

Biographic Variables of the Employees 
The table 2 shows the distribution of respondents according to biographic variables where 
age, gender, educational qualification, working experience of the respondents are mentioned 
along with their feelings towards their respective organizations. The age of the respondents 
are classified into 7 stages where 25 year start and end to the more than 55 years. Among the 
500 employees most of the employees are belongs to the age of 25 to 30 years (21.4%), followed 
by 30 to 35 years (18.2%) and employee belongs to more than 55 years is 4.6% are the most 
senior persons. From the gender views major of the employees are male that is 63% and the 
rest 17% belongs to female. The educational qualification of the respondents or the employees 
of the selected banks organizations is distributed into 6 categories starts from under SSC and 
end to the higher education that is PhD or M.Phil. Most of the employees 79% doing their job 
with the post graduation degree followed by 10.40% belong to graduate degree. Only 2.0% 
employees have done their higher education as well there is no employee belongs to under 
SSC. Besides the working experience of the employees are not avoidable. About 22.40% of the 
employees belong to the experience of less than 5 years followed by 14.29% and 20.20 % of 
the employee is in the range of 15 to 20 years experience. In the distribution table about 92% 
employees are well known about the mission of the organization and 99.80% agree with that 
mission. Moreover, about 89.0% employees think that they are the integral part of the 
organization. 
 
Table 2: Distribution of Respondents According to Biographic Variables 

Particulars N % 

Respondents’ Age 

25 to 30  Years 107 21.4 

30 to 35 Years 91 18.2 

35 to 40 Years 82 16.4 

40 to 45 Years 80 16 

45 to 50 Years 68 13.6 

50 to 55 Years 49 9.8 

More than 55 Years 23 4.6 

Total 500 100% 

 

Respondents’ Gender 

Female 185 37 

Male 315 63 

Total 500 100% 

 

Respondents’ Educational Qualification 

Under SSC 0 0 

SSC 25 5 

HSC 18 3.6 

Graduate 52 10.4 

Post Graduate 395 79 

Upper Post-Graduation 10 2 

Total 500 100% 

 

Respondents’ Working Experience 

Less than 5  Years 112 22.4 
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5 to 10  Years 98 19.6 

10 to 15  Years 101 20.2 

15 to 20  Years 72 14.4 

20 to 25  Years 54 10.8 

25 to 30  Years 29 5.8 

More than 30 Years 34 6.8 

Total 500          100% 

 

Respondents’ Known about the Organization Mission 

Yes 460 92 

No 5 1 

Little Bit 35 7 

Total 500 100% 

 

Respondents’ Agree with the Mission of the Organization 

Yes 499 99.80 

No 0 0.0 

Little Bit 1 0.20 

Total 500 100% 

 

Respondents’ Feeling as Organizational Part 

Yes 445 89.0 

No 10 2.0 

Little Bit 45 9.0 

Total 500 100% 

Source: Field Work 
 

Result of Descriptive Statistics of the Job satisfaction Perceptions of the Employees 
Table 3: Descriptive Statistics on the Job Satisfaction Perceptions Survey in Relation to 
Organizational Culture (N=500) 

Working Conditions Mean S.D. Var. Skew. Kurt.  
R Stat. SE Stat. Stat. Stat. SE Stat. SE 

Relationships with Subordinates 1.22 .046 .46 .21 1.9 .241 3.2 .478 1 

Relationships with Co-Workers 1.26 .044 .44 .19 1.1 .241 -.7 .478 2 

Relationships with Supervisor(s) 1.37 .051 .50 .25 .7 .241 -.8 .478 3 

Communication from Employees to Managers 1.64 .056 .55 .31 .1 .241 -.7 .478 4 

Tools and Resources need to Do Job 1.72 .062 .62 .38 .2 .241 -.6 .478 5 

Communication from Managers to Employees 1.82 .046 .45 .21 -.6 .241 .6 .478 6 

Adequate Opportunity for Periodic Changes in 
Duties 

2.06 .049 .48 .23 .1 .241 1.2 .478 7 

Degree of Independence Associated with Work Roles 2.66 .048 .47 .22 -.6 .241 -1.5 .478 8 

Satisfactory Work Load 2.88 .059 .59 .34 -.2 .241 .6 .478 9 

Stress Feelings 3.38 .063 .63 .40 -.2 .241 -.4 .478 10 
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Compensation and Benefits Mean S.D. Var. Skew. Kurt.  
R Stat. SE Stat. Stat. Stat. SE Stat. SE 

Arrangement of Fringe Benefits 1.60 .056 .56 .32 .2 .241 -.7 .478 1 

Satisfactory Salary 1.91 .042 .42 .18 -.5 .241 2.2 .478 2 

Job Security 2.84 .05 .50 .25 -.2 .241 .4 .478 3 

Recognition for Work Accomplished 3.02 .04 .42 .18 .1 .241 2.7 .478 4 

Fair Opportunity For Promotion 3.03 .05 .55 .31 -.3 .241 1.6 .478 5 

 
Relationships with Supervisors Mean S.D. Var. Skew. Kurt.  

R Stat. SE Stat. Stat. Stat. SE Stat. SE 

Clear Understanding of  Supervisor’s Expectation 1.51 .062 .62 .39 .8 .241 -.2 .478 1 

Supervisor Actively Listens Suggestions 1.86 .056 .56 .32 -.01 .241 -.01 .478 2 

Supervisor Enables to Perform at Best 1.87 .054 .54 .29 -.08 .241 .2 .478 3 

Supervisor Promotes an Atmosphere of Teamwork 1.91 .049 .49 .24 -.2 .241 1.0 .478 4 

Supervisor Provides Actionable Suggestions to  
Improve 

1.98 .056 .56 .32 .3 .241 1.4 .478 5 

Supervisor Evaluates Work Performance on A  
Regular Basis 

2.86 .053 .53 .28 -.1 .241 .3 .478 6 

 
Respect from Co-Workers Mean S.D. Var. Skew. Kurt.  

R Stat. SE Stat. Stat. Stat. SE Stat. SE 

Easy to Get along With Colleagues 1.30 .048 .48 .23 1.1 .241 .01 .478 1 

Department Communicate Sufficiently With One 
Another 

1.80 .066 .66 .44 .2 .241 -.7 .478 2 

High Morale in Department 1.86 .058 .58 .34 .02 .241 -.1 .478 3 

Supervisor Does a Good Job 1.92 .058 .58 .33 .00 .241 .00 .478 4 

 
Opportunity for Advancement Mean S.D. Var. Skew. Kurt.  

R Stat. SE Stat. Stat. Stat. SE Stat. SE 

Necessary Training 1.13 .033 .33 .11 2.2 .241 3.0 .478 1 

Opportunity to Learn 1.46 .055 .55 .31 .6 .241 -.5 .478 2 

Opportunity to Learn New Skills 2.12 .057 .57 .32 .6 .241 1.8 .478 3 

Support for Additional Training  
and Education 

2.44 .068 .68 .47 .3 .241 -.06 .478 4 

There is the opportunity to  
utilize my skills and talents 

2.66 .067 .66 .44 -.09 .241 -.1 .478 5 

Note: S.D.-Standard Deviation, Var.-Variance, Skew. -Skewness, Kurt.-Kurtosis, R-Rank 
 
The table 3 is presenting the descriptive statistical result of the surveyed questionnaire 
regarding the perceptions of the employees’ satisfaction as it is earlier stated. In the table the 
first main category of the result is working condition where the first ranked forces is shown 
relationships with the subordinates that is the mean value of 1.22 that is in between the 
strongly agree and agree with the standard error of 0.46 and the variance of the perceptions 
is seen as 0.21, skewness 1.9 and kurtosis 0.478 followed by the other forces. The region 
between the somewhat agree and disagree that is 3.38 is seen in the table in the case of the 
forces of stress feelings by the employees followed by the forces of workload that is 2.88. In 
this study reward and benefit variables are given more emphasize to measure the level of job 
satisfaction of the employees of the banks where the most influential forces is seen 
arrangement of the fringe benefits that is the mean result shows 1.60 and standard deviation 
of the perception is 0.56, summarily the perception of the employees regarding the 
arrangement of fringe benefits lies between strongly agree and agree while agree is the most 
dominant opinion. On the other hand, the reverse result is shown in fair opportunity for 
promotion of the employees that is the result lies between somewhat agree and disagree (3.03) 
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with the standard deviation of 0.42, besides these the outcome of this forces is negatively 
skewed. The result of the descriptive statistics in the category of relationships with supervisor 
showing a sound consistent regarding the question of job satisfaction of the selected banks 
where the most influential forces lies between strongly agree and agree mean of 1.51 with the 
standard deviation of 0.62 of the forces that describe regarding clear understanding of  
supervisor’s expectation. Only a single anyhow inconsistent forces is seen that is supervisor 
evaluates work performance on a regular basis with the mean value of 2.86 (between agree 
and somewhat agree) and standard deviation of 0.053 as well negatively skewed.  Respect 
from the co-workers category has the fits variables where most effective forces is Easy to get 
along with colleagues with the mean value of 1.30 and with the most consistent values while 
the least is 1.92. All variables are positively slewed. All of the variables are lies between the 
region of strongly agree and agree. Lastly, the statistical analysis of the opportunity to 
advancement of the employees’ relation to the employees’ job satisfaction shows that the most 
handsome value of the mean is shown as 1.13 that is necessity of training with the standard 
error of 0.033 and standard deviation is 0.33. The value of the variance is only 0.11 positively 
skewed. Whereas the most reverse values are seen in the section of there is the opportunity to 
utilize my skills and talents lies between agree and somewhat agree (mean value=2.66, 
SD=0.67 with negatively skewed and leptokurtic).  
 

Statistical Measurement of Employees’ Job Satisfaction  
For measuring the aggregate level of the job satisfaction of the employees of the respective 
branch simple statistical tools is used where the average of the mean value and standard 
deviation value of the surveyed main variables of the study are taken to test the perceptions 
of the employees towards their job that is shown in the below table. 
 
Table 4: Result of the Average Values 

Particulars Average Mean Value Average Standard Deviation Value 

Working Conditions 2.00 0.52 

Compensations and Benefits 1.24 0.49 

Relationships with Supervisors 1.20 0.55 

Respect from Co-Workers 0.86 0.58 

Opportunity for Advancement 1.09 0.56 

Average  0.71 0.54 

Source: Table No-4.3 
 
In the above table 4 the five main variables such as working conditions, compensations and 
benefits, relationships with supervisors, respect from co-workers and opportunity for 
advancement are taken from the table 3. The mean values of the each forces of the table 3 are 
taken to measure the aggregate job satisfaction of the employees. The above table shows that 
the employees are exactly agreed of the working conditions of the organization with the 
standard deviation of 0.52. The reward and benefits section of the study lies between the 
strongly agree and agree with the mean value of 1.24 and standard value of 0.49. The most 
favorable perceptions from the employees come out regarding their job satisfaction is respect 
from co-workers. The mean value of this variable is 0.86 with the highest standard deviation 
of 0.58. However, the average of the calculated mean values is 0.71 with the average standard 
deviation of 0.54. That is the perceptions of the surveyed employees regarding their job 
satisfaction comes into strongly agree if the standard deviation will be added then the value 
will be 1.25 that is the perceptions lies between strongly agree and agree. Thus the statistical 
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analysis is disseminating the result that the employees are satisfied with job and its various 
variable characteristics.   
 

Hypothesis Testing 
For testing the hypotheses of this study and report some statistical tools are used to measure 
the employees’ job satisfaction of the employees in relation to the organizational culture. The 
measures are mentioned below- 
 
Table 5: Matrix of Inter-Correlations of the Sub-Scores in Relation to Organizational Culture 

Independent Variables 1 2 3 4 5 

Working Conditions 1     

2.   Compensation and Benefits 0.750 1    

3.  Relationships with Supervisors 0.845 0.769 1   

4.  Respect from Co-Workers 0.810 0.731 0.813 1  

5.  Opportunity for Advancement 0.787 0.741 0.832 0.814 1 

** Correlation is Significant at the 0.01 level (2-tailed)   
 
The table 5 is used to measures the correlations among the independent variables of this study 
using inter-correlations matrix where the highest correlations is seen between the variables of 
relationships with supervisors and working conditions (r=0.845) at the 0.001 level of significance. 
On the other hand, the least value of the correlations is shown between the variables of respect 
from co-workers and compensation and benefits that is r=0.731. But all the variables are positively 
correlated among each other though some are highly correlated.  
 
Table 6: Correlation between Dependent and Independent Variables 

Particulars W.C C & B R. S. R. C.W O.A. 

Rank  5 4 3 1 2 

Job Satisfaction 0.701 0.773 0.795 0.854 0.811 

Note: W.C.-Working Conditions, C & B. - Compensation and Benefits, R. S.-Relationships 
with Supervisors, R.C.W-Respect from Co-Workers, O.A.-Opportunity for Advancement 
** Correlation is Significant at the 0.01 level (2-tailed)   
 
In the table 6 shows the values of correlations between the dependent and independent variables 
of the study where rank is used and the first ranking variable is respects from co-workers as the 
independent variable is strongly correlated with the job satisfaction of the organization. The last 
rank is seen working conditions that have the score of 70.10%. It should be remembered that all 
the correlations are found statistically significant at the level of 0.01 of 2-tailed z-value. 
 
Table 7: Model Summaryb 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.882a 0.783 0.768 0.761 

a. Predictor Constant: Working Conditions, Compensation and Benefits, Relationships with 
Supervisors, Respect from Co-Workers, Opportunity for Advancement 
b. Dependent Variable: Job Satisfaction 
 
The above table 7 shows whether independent variables i.e. Working Conditions, 
Compensation and Benefits, Relationships with Supervisors, Respect from Co-Workers and 
Opportunity for Advancement are capable of influencing the dependent variable ‘job 
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satisfaction’. It is also conspicuous that the model explains as much as 76.8% of the variation 
of the ‘job satisfaction’ (adjusted r square = 0.768).  
 
Table 8: Analysis of Variance (ANOVAb) 

Model Sum of Square df Mean Square F Sig. 

Regression 262.138 21 12.483 35.217 .003a 

Residual 155.502 478 0.325   

Total  499    

a. Predictor Constant: Working Conditions, Compensation and Benefits, Relationships with   
Supervisors, Respect from Co-Workers, Opportunity for Advancement (Organizational Culture) 
b. Dependent Variable: Job Satisfaction 
 
The statistical results using the values of the taken variables of organizational culture imply 
that Working Conditions, Compensation and Benefits, Relationships with Supervisors, 
Respect from Co-Workers, and Opportunity for Advancement directly affect the level of job 
satisfaction to increase. It is also evident from the above table that Respects from the Co-
Workers has the most domination in framing ‘Job Satisfaction’ of the bankers and Working 
Conditions has the least among five explanatory variables. Based on the principle that is if p-
value is smaller than the significance level, Ho is rejected; thus according to the results of the 
above tables and statistics, it can be able to reject the null hypothesis of the study at 0.01 level 
of significance, therefore, it can be concluded that the abovementioned five variables of 
organizational culture have the direct effect over the level of job satisfaction to either increase 
or decrease in relation to the employees’ job perceptions and reactions.  

CONCLUSIONS AND RECOMMENDATIONS 

The World economy continued to develop at a rate of 2.6 percent in 2014 (World Bank; Global 
Economic Report). The global economy is expected to expand at a slightly faster but still only 
moderate pace, with world gross product projected to grow by 3.1 and 3.3 percent in 2015 and 2016 
respectively (United Nations Report). As well the economy of Bangladesh is going from strength to 
strength. It is now well-balanced and in good shape. In such an economy, we see a paradigm shifts 
in Banking Industry. The organizational culture of maintaining congenial work-environment in the 
banks organization has further enabled the staff to benchmark themselves better against 
management expectations. A commitment to quality and excellence in service is the hallmark of their 
identity. Job satisfaction is on the top of the important targets for an establishment which is in the 
process of total quality because, the provision of total quality, first of all, is based on the sincere 
commitment to work of the corporate employees/managers and being satisfied with their jobs; 
namely, doing their jobs fondly. This study focuses on the employees’ job satisfaction of the banks 
employees in Bangladesh in relation to the organization cultural perceptions and reactions. The most 
positive initiative of the bank organization is to inspire the female employees to be involved more to 
the service and economic activities of the country. In this study five variables of organization cultural 
related are used to measure the job satisfaction level of the employees. All variables showed the 
positive results that are the employees are satisfied with their jobs in their bank organizations. Some 
findings regarding the somewhat disagree of the employees regarding their job are mentioned with 
the recommendation. This study offers many different outlooks on the subject; some theorists believe 
that there is no correlation between the two variables while others disagree. The literature also 
identifies that the mentioned variables of this study play a role in job satisfaction. Organizations must 
motivate their employees and guarantee job satisfaction as this satisfaction is necessary to employees 
realizing their worth and potential; this realization subsequently will have a significant, positive 
impact on the efficiency and effectiveness of workers and thus, the productivity of the organization. 
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Organizations need to conduct research in order to remain current on issues such as job satisfaction. 
It is research like this that will give them the information they desire in order to improve their 
companies. The usefulness of understanding the relationship between satisfaction and performance 
is underplayed because of its past popularity, however organizations would do well if they 
themselves investigate this significant relationship, as this research will have far reaching 
consequences not only for the organization but for the academic community as well. A further 
recommendation for future research would be to establish whether improving measurement and 
feedback mechanisms in the jobs of social workers would positively influence job satisfaction and 
perception of organizational culture by employees in this job category. 
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