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Introduction: This study examines the influence of organizational culture (OC)
on academic staff job satisfaction (JS) within higher education institutions (HEIs)
in the unique post-conflict context of Somaliland. The research highlights the
importance of aligning organizational culture with faculty needs to improve
retention, motivation, and institutional effectiveness.

Methods: Using data from 266 academic staff and guided by the Competing
Values Framework (CVF), four culture types—Collaborate (Clan), Create
(Adhocracy), Compete (Market), and Control (Hierarchy)—were assessed
alongside three dimensions of job satisfaction: General (GJS), Intrinsic (1JS), and
Extrinsic (EJS). Structural Equation Modeling (SEM) was employed to analyze the
predictive relationships.

Results: Descriptive results showed that Control (M = 3.66, SD = 0.66) and
Collaborate (M = 3.62, SD = 0.75) cultures were the most prevalent. Intrinsic
job satisfaction (M = 3.64, SD = 0.52) was the highest reported satisfaction facet,
while extrinsic satisfaction (M = 3.32, SD = 0.74) was the lowest. The SEM analysis
revealed that Collaborate culture significantly predicted all three satisfaction
dimensions (3 = 0.50-0.74, p < 0.05). Create and Compete cultures positively
influenced 13S and EJS, while Control culture enhanced GJS (8 = 0.32, p < 0.05)
and 13S (B = 0.46, p < 0.05) but had a non-significant negative effect on EJS.

Discussion: These findings suggest that collaborative, innovative, and structured
environments foster job satisfaction in various forms, though their impact varies
across satisfaction domains. The study underscores a crucial psychological
tension between the institutional need for structural stability and the academic
staff's inherent need for professional autonomy and recognition, offering key
insights for institutional leaders and policymakers in Somaliland.
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Introduction

Higher Education Institutions (HEIs) play a vital role in
societal progress, with their success largely dependent on the job
satisfaction (JS) and motivation of their academic staff (Akanji
et al,, 2020). A content academic workforce is essential for
high-quality teaching, research productivity, and the institution’s
reputation. In developing regions like Somaliland, where HEIs
have rapidly grown despite limited resources and post-conflict
recovery challenges, understanding and enhancing faculty JS is
even more crucial. Organizational culture (OC), which includes
shared values and practices, significantly influences employee
attitudes and behaviors. Job satisfaction, in turn, affects key
outcomes like performance, retention, and institutional loyalty
(Abawa and Obse, 2024).

The context of Somaliland is distinct from the stable, resource-
rich Western, Educated, Industrialized, Rich, and Democratic
(WEIRD) societies where the majority of organizational research
is conducted (Kasalak et al., 2022). Somaliland represents a post-
conflict, developing region characterized by a national culture high
in power distance and collectivism, severe resource constraints, and
a nascent institutional framework that is still solidifying (Kebede
and Demeke, 2017). This unique environment fundamentally
shapes how leadership is enacted, how organizational cultures are
formed, and what factors drive job satisfaction. For instance, in
a resource-scarce environment, extrinsic factors like job security
may be far more salient drivers of satisfaction than in more
affluent contexts.

Despite its recognized importance, there is a “gap in empirical
research” on these dynamics within the Somali higher education
context. This study seeks to fill this gap by using Structural Equation
Modeling (SEM) to thoroughly investigate how OC dimensions
affect JS among academic staff in Somaliland HEIs, utilizing
primary survey data. This gap is not merely geographical but also
psychological; the interplay between institutional control, academic
autonomy, and professional identity in a post-conflict setting has
profound implications for lecturer well-being, motivation, and
potential burnout, which remain critically underexplored.

Organizational culture, defined as the collective assumptions
and values that guide member behaviors (Ahmad, 2018) is
often examined through well-known frameworks. These include
Cameron and Quinn’s Competing Values Framework (CVF), which
identifies clan, adhocracy, market, and hierarchy cultures (Khan
T. M. et al, 2021), and Denison’s model, which emphasizes
adaptability, involvement, consistency, and mission. Within HEIs,
clan cultures are known for promoting collaboration and trust
(Batugal and Tindowen, 2019), adhocracy for fostering innovation,
market culture for enhancing competitiveness, and hierarchy for
focusing on structured procedures. The CVF is particularly useful
for this study as it captures the inherent paradoxes and tensions
within HEIs, such as the tension between the need for bureaucratic
stability (Hierarchy) and the drive for academic innovation
(Adhocracy). Denison’s traits further associate involvement with
employee engagement and consistency with operational efficiency,
offering a comprehensive perspective for evaluating how campus
environments impact faculty experiences.

Job satisfaction represents employees’ emotional responses to
various job aspects, including intrinsic factors like the work itself
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and recognition, as well as extrinsic factors such as pay, supervision,
and promotion (Aziz et al., 2021). Theories like Herzberg’s two-
factor model differentiate between hygiene factors (e.g., salary,
working conditions) that prevent dissatisfaction and motivators
(e.g., achievement, recognition) that enhance satisfaction (Khan
A.J.etal, 2021). The intrinsic “motivator” factors are particularly
salient for academic professionals, whose primary drivers are often
intellectual challenge, professional autonomy, and the opportunity
to contribute to knowledge, rather than purely financial rewards
(Mgaiwa, 2023; Ser and Webber, 2024). Empirical research in
academia consistently highlights factors such as workload balance,
clarity of promotion criteria, collegial support exemplified by
positive workplace relationships (Mohamed et al., 2024), and
resource availability as key determinants of JS. The literature on
this topic is varied, with studies in contexts such as Pakistan
and Tanzania highlighting similar tensions between intrinsic
and extrinsic satisfaction drivers in developing higher education
systems (Chaman et al., 2021; Mgaiwa, 2023).

Theoretically, supportive and innovative cultures (clan and
adhocracy) are anticipated to fulfill faculty needs for belonging
and autonomy, thereby enhancing intrinsic motivation (Al Habsi
and Al Dhuhli, 2023). Clan cultures, with their focus on teamwork
and positive workplace relationships, can improve satisfaction with
supervision and collegiality (Mesfin et al., 2020), while adhocracy
cultures may encourage creative engagement. On the other hand,
cultures characterized by excessive control or internal competition,
potentially linked to market and hierarchy types, might diminish
satisfaction by limiting autonomy and increasing pressure (Sara
et al., 2021). This conceptual framework supports hypotheses
that positive cultural traits will be associated with higher overall
job satisfaction.

Research into the cultural dynamics within higher education
frequently highlights the prominence of clan and adhocracy
dimensions, although results can differ depending on the context
(Nebojsa et al, 2020). For example, some higher education
institutions (HEIs) exhibit a dominant clan culture, while others
are characterized by market or hierarchy cultures. In regions like
Somalia and Somaliland, societal clan affiliations can significantly
influence HEI governance (Gebretsadik, 2020), which may
strengthen interpersonal networks but also pose risks of nepotism.
Although hierarchy offers essential structure, excessive rigidity can
suppress participation, leading to issues such as employee silence
rather than active engagement (Syed et al., 2021). These insights
highlight the intricate nature of organizational culture (OC) in
HEIs and its potential effects on faculty.

To address these gaps, this study gathers primary survey data
from academic staff at higher education institutions in Somaliland
to: (1) identify the dominant dimensions of organizational culture,
(2) assess various aspects of job satisfaction, and (3) examine the
proposed influence pathways using SEM. This approach offers the
first comprehensive SEM-based evidence on how particular cultural
dimensions affect academic satisfaction in Somaliland, providing
practical insights for institutional leaders and policymakers.

Methodology

This study used a correlational research design (Cresswell
et al., 2018) to explore the connection between organizational
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culture types, defined by the Competing Values Framework (CVF),
and aspects of job satisfaction, assessed through the Minnesota
Satisfaction Questionnaire (MSQ), within Somaliland’s higher
education sector. The research was conducted at six universities:
Amoud University, University of Hargeisa, Eelo University, Gollis
University, University of Burco, and Togdheer University. These
institutions were strategically selected to represent the diversity
within the sector; Amoud, Hargeisa, and Burco are among the
largest and oldest public universities, while Eelo, Gollis, and
Togdheer are pioneering private institutions, ensuring the sample
captured potential differences arising from distinct governance and
funding models.

The study targeted 923 academic staff members at these
universities. Using Yamane’s formula for finite populations, a
minimum of 278 participants was established. A stratified simple
random sampling method was employed, drawing participants
proportionally from each university’s academic staff list. After
screening the data for completeness and outliers, responses from
266 academic staff members were used for analysis.

Data collection used two adapted tools. The Organizational
Culture Assessment Instrument (OCAI), created by Cameron and
Quinn (1999) and based on the Competing Values Framework
(CVE),
four culture types:

evaluated organizational culture. This tool assesses
Collaborate (Clan), Create (Adhocracy),
Compete (Market), and Control (Hierarchy). Job satisfaction
was measured with adapted items focusing on three dimensions:
General Job Satisfaction (GJS), Intrinsic Job Satisfaction (IJS),
and Extrinsic Job Satisfaction (EJS), following the Minnesota
Satisfaction Questionnaire (MSQ) framework. Participants
completed questionnaires on organizational traits and job
satisfaction using Likert-type scales. The adaptation process for
these instruments was crucial for ensuring contextual validity.
The tools, originally developed in English, underwent a thorough
review by a panel of local academics to ensure linguistic clarity and
cultural appropriateness for the Somaliland context. The refined
instruments were then pilot-tested with 30 academic staff members
(not included in the final sample) to confirm item comprehension
and reliability. Feedback from the pilot study led to minor wording
adjustments to enhance clarity before final administration.

Data collection in a post-conflict environment presented
unique challenges, including gaining access to institutions and
building trust with participants. To mitigate these issues,
formal authorization was secured from the National Commission
for Higher Education (NCHE) and the leadership of each
university. The researcher personally administered and collected
the questionnaires, which facilitated rapport-building and allowed
for immediate clarification of any participant queries, thereby
enhancing the quality and completeness of the data.

Statistical Package for the Social Sciences (SPSS) and AMOS
software analyzed the quantitative data. To describe the sample
and summarize organizational culture dimensions and job
satisfaction aspects, descriptive statistics including means and
standard deviations were calculated. Pearson correlation analysis
investigated relationships between organizational culture and
job satisfaction variables. Confirmatory Factor Analysis (CFA)
was conducted on measurement models for both Organizational
Culture (OCAI) and Job Satisfaction (MSQ facets) constructs to
validate the instruments. Structural Equation Modeling (SEM)
then tested the hypothesized structural model, examining direct
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effects of four organizational culture dimensions on three job
satisfaction dimensions. The adequacy of both measurement
(CFA) and structural (SEM) models was assessed using standard
fit indices, including xz/df, CFI, TLI, RMSEA, and SRMR.
Ethical considerations were paramount throughout the research.
Formal approval was obtained from research supervisors at
Haramaya University, Ethiopia, representing the university’s
ethical review committee, to ensure compliance with institutional
guidelines. Participants received detailed information about the
study’s purpose, procedures, and voluntary nature before giving
informed consent.

Measurement model validation:
confirmatory factor analysis

Confirmatory Factor Analysis (CFA) was conducted using
AMOS 23 (Arbuckle, 2014) to validate the measurement models
for Job Satisfaction and Organizational Culture, ensuring their
suitability for subsequent structural equation modeling (SEM).

Job satisfaction measurement model

The initial confirmatory factor analysis (CFA) for the three-
factor Job Satisfaction model, which includes General, Extrinsic,
and Intrinsic Satisfaction, suggested that adjustments were
necessary. To refine the model, four items (IS, IS2, IS4, 1S7)
with low standardized factor loadings (<0.40) were removed,
and error term correlations were added based on modification
indices, as theoretically justified (Collier, 2020; Hair et al., 2019).
The removal of these specific intrinsic satisfaction items was
theoretically justified, as they related to concepts of individual
autonomy and trying one’s own methods, which may lack relevance
or be interpreted ambiguously within the highly directive and
control-oriented academic culture prevalent in the sample. Error
term correlations were added where there was clear theoretical
content overlap between items, for instance, between two items
both assessing supervisory competence, to account for shared
variance not captured by the latent factor and improve model fit
without engaging in unwarranted post hoc fitting. The updated
16-item model showed a significantly better fit, as shown in

TABLE 1 Comparison of initial and final CFA model fit indices for
job satisfaction.

Fit index Initial model |Final model |Recommended
threshold

440.267 (167) 156.007 (76) P < 0.05 (significant)
¥2/df 2.636 2.053 <3.0 (Kline, 2023)
TLI 0.798 0.916 >0.90 (Byrne, 2013)
CFI 0.823 0.939 >0.90 (Byrne, 2013)
RMSEA (90% CI) 0.079 0.063 <0.08 (Hu and Bentler,
(0.070-0.088) (0.055-0.073) 1999)
GFI 0.852 0.929 >0.90 (Byrne, 2013)
AGFI 0.814 0.887 >0.90 (Byrne, 2013)
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FIGURE 1
Final measurement model for job satisfaction with standardized estimates.
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Table 1. The final key indices (x2(76) = 156.007, p < 0.001;
¥2/df = 2.053; GFI = 0.929; CFI = 0.939; IFI = 0.941; TLI = 0.916;
RMSEA =0.063) met or surpassed established criteria (Byrne, 2013;
Hu and Bentler, 1999; Kline, 2023), though the AGFI (0.887) was
still slightly below the 0.90 threshold. While the AGFI is slightly
below the conventional cutoff, its value is considered acceptable in
conjunction with the other strong fit indices, particularly given the
model’s complexity.

Anin-depth analysis of the final model (Figure 1) revealed
statistically significant unstandardized factor loadings ranging from
B = 0.367 to 0.808, with p-values less than 0.001, and robust
standardized factor loadings between B = 0.60 and 0.76, all
exceeding the recommended benchmarks (Hair et al., 2019). The
squared multiple correlations (R?), which represent the proportion
of variance in each indicator item that is explained by its latent
factor, ranged from 0.70 to 0.87, indicating a substantial amount
of variance explained in the indicators by their respective latent
constructs (Cohen, 2013).

Organizational culture measurement
model

A Confirmatory Factor Analysis (CFA) was conducted on
the proposed four-factor model of Organizational Culture, which
includes Corporate (CO), Create (CR), Compete (CM), and
Control (CN). The initial model exhibited a moderate fit
(x%(246) = 483.636, p < 0.001; y2/df = 1.966; CFI = 0.900;
TLI = 0.888; RMSEA = 0.061; GFI = 0.860; AGFI = 0.829),
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indicating room for improvement, especially concerning the
overlap between the Create and Control dimensions (Collier,
2020). After applying refinement procedures similar to those used
for Job Satisfaction-such as removing items with loadings below
0.40 and incorporating theoretically justified error correlations—
the revised model showed a significantly better fit across various
indices (x?(128) = 200.607, p < 0.001; ¥2/df = 1.567; CFI = 0.963;
TLI = 0.956; RMSEA = 0.047; GFI = 0.922; AGFI = 0.896), as
detailed in Table 7. These indices largely meet or surpass the
recommended thresholds, suggesting a well-fitting model (Byrne,
2013; Hu and Bentler, 1999; Kline, 2023) (Table 2).

TABLE 2 Comparison of initial and final CFA model fit indices for
organizational culture.

04

Fit index Initial model [Final model |[Recommended
threshold

x2(df) 483.636 (246) 200.607 (128) P < 0.05 (significant)

¥2/df 1.966 1.567 <3.0 (Kline, 2023)

TLI 0.888 0.956 >0.90 (Byrne, 2013)

CFI 0.900 0.963 >0.90 (Byrne, 2013)

RMSEA (90% CI) |0.061 (0.06-0.08) |0.047 (0.04-0.06) | <0.08 (Hu and Bentler,
1999)

SRMR NA NA <0.08 (Collier, 2020)

GFI 0.860 0.922 >0.90

AGFI 0.829 0.896 >0.90
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FIGURE 2

Final measurement model for organizational culture with standardized estimates.

Figure 2’s analysis of the final 20-item model revealed
significant unstandardized loadings ranging from 0.49 to 0.80
(p < 0.001) and strong standardized loadings between 0.66 and
0.84. The explained variance (R?) was notably high, spanning
from 0.81 to 0.92, and all Critical Ratios (C.R.) were significant
(p < 0.001). These results affirm the construct validity of the four
separate dimensions of organizational culture.

Reliability and validity assessment

Internal consistency reliability and construct validity
(convergent and discriminant) were assessed for the final

measurement models.

Job satisfaction constructs
Table 3 illustrates that Composite Reliability (CR) values ranged
from 0.89 to 0.98, significantly surpassing the 0.70 benchmark,

which signifies robust internal consistency (Collier, 2020; Kline,
2023). Convergent validity was confirmed as the Average Variance
Extracted (AVE) values, ranging from 0.50 to 0.53, met the
>0.50 standard (Hair et al, 2019). Discriminant validity was
demonstrated since AVE values were higher than the Maximum
Shared Variance (MSV) values, which ranged from 0.41 to 0.46.
Additional evidence was provided by the Heterotrait-Monotrait
(HTMT) ratio analysis, which showed values below the typical 0.85
threshold (Collier, 2020).

Organizational culture constructs

Table 4 illustrates that the Organizational Culture constructs
exhibit high reliability, with CR values ranging from 0.834 to
0.889. Convergent validity is established, as AVE values (0.50-0.61)
surpass the 0.50 standard. Discriminant validity is confirmed, with
AVE values consistently higher than MSV values (0.40-0.56).

The results of the Confirmatory Factor Analysis (CFA), along
with the assessments of reliability and validity, affirm that the

TABLE 3 Reliability, convergent validity, and discriminant validity for job satisfaction.

SConsmuets 0GR wE mv 1o 5
0.98 0.53 0.46 0.73

General 0.82
Extrinsic 0.78 0.89 0.51 0.41 0.6 0.71
Intrinsic 0.77 0.95 0.50 0.41 0.7 0.59 0.71

Diagonal elements represent the square root of the Average Variance Extracted (AVE). AVE, average variance extracted; MSV, maximum shared variance. AVE values greater than MSV confirm

discriminant validity.

TABLE 4 Reliability, convergent validity, and discriminant validity for organizational.

Cronbach's o
0.84

TR wE w1 e s e
0.61 0.56 0.78

Corporate culture (CO) 0.889

Create culture (CR) 0.77 0.847 0.52 0.44 0.74 0.72

Compete culture (CM) 0.75 0.834 0.50 0.40 0.59 0.69 0.71

Control culture (CN) 0.75 0.842 0.516 0.41 0.75 0.66 0.57 0.72

AVE, average variance extracted; MSV, maximum shared variance. AVE values exceeding MSV confirm discriminant validity.
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refined measurement models for Job Satisfaction (encompassing
three factors) and Organizational Culture (encompassing four
factors) exhibit strong psychometric properties. These models
demonstrate an acceptable fit to the data, robust factor loadings,
internal consistency, as well as both convergent and discriminant
validity. This provides a solid foundation for proceeding to the
structural equation modeling analysis to investigate the proposed
relationships between Organizational Culture and Job Satisfaction
among academic staff in Higher Institutions of Somaliland.

Results

Descriptive statistics and bivariate
relationships

Academic staff perceptions of organizational
culture

Table 5 presents the descriptive statistics for the four
organizational culture types as delineated by the Competing
Values Framework (CVF). The analysis reveals that the Control
Culture (CN), which aligns with the CVF’s Hierarchy archetype
characterized by an emphasis on structure, rules, and stability,
was perceived as the most dominant (M = 3.66, SD = 0.66). The
Collaborate Culture (CO), corresponding to the Clan archetype
that focuses on teamwork, participation, and human relations,

TABLE 5 Descriptive statistics for perceived organizational
culture dimensions.

Variable Mean Std. dev. ‘
Collaborate (CO) 3.617 0.749
Create (CR) 3.273 0.710
Compete (CM) 3.203 0.657
Control (CN) 3.664 0.664

Re-formatted to APA 7th Edition style.

TABLE 6 Descriptive statistics for job satisfaction dimensions.

Sean st der |
General job satisfaction (GJS) 3.532 0.533
Intrinsic job satisfaction (IJS) 3.637 0.521
Extrinsic job satisfaction (EJS) 3.316 0.738

TABLE 7 Correlation matrix: organizational culture and job satisfaction.

10.3389/feduc.2025.1635607

was perceived with nearly equal strength (M = 3.62, SD = 0.75).
Conversely, the Create Culture (CR), representing the Adhocracy
archetype known for innovation, flexibility, and risk-taking, and
the Compete Culture (CM), reflecting the Market archetype with
a focus on results-orientation, competition, and achievement, were
perceived as less prevalent (CR: M = 3.27, SD = 0.71; CM: M = 3.20,
SD = 0.66). From an educational psychology perspective, this
dominance of Control and Collaborate cultures in a post-conflict
setting is logical. The Control culture provides necessary structure
and predictability, which can enhance psychological safety in
an uncertain environment. Simultaneously, the strong collectivist
societal norms of Somaliland may foster the collaborative,
relationship-oriented aspects of a Collaborate culture as a means
of social cohesion and mutual support.

Academic staff self-reported job satisfaction

Academic staff exhibited the highest level of satisfaction with
Intrinsic Job Satisfaction (IJS: M = 3.64, SD = 0.52) (Table 6).
General Job Satisfaction (GJS: M = 3.53, SD = 0.53) was moderate,
whereas satisfaction with Extrinsic Job Satisfaction (EJS: M = 3.32,
SD = 0.74) was comparatively lower. This pattern strongly supports
motivational theories like Self-Determination Theory, which posit
that fulfillment of intrinsic needs for autonomy, competence, and
relatedness are powerful drivers of well-being. The high IJS suggests
that academic staff find their work inherently meaningful and
engaging, while the low EJS indicates significant frustration with
“hygiene” factors like pay and working conditions, creating a high
potential for burnout despite a passion for the academic role.

This pattern, wherein intrinsic satisfaction surpasses
extrinsic satisfaction, is prevalent in academic environments and
underscores a potential area for institutional enhancement. While
deriving satisfaction from core academic activities is beneficial, the
diminished satisfaction with extrinsic factors necessitates attention,
as elements such as compensation and working conditions are vital
for retention, motivation, and overall performance (Mabaso and
Dlamini, 2021). Addressing these extrinsic factors could further

augment the well-being and productivity of academic staff.

Correlations between organizational
culture and job satisfaction

Pearson correlation analysis was conducted to explore the
bivariate relationships between the four organizational culture
dimensions and the three job satisfaction dimensions. The results,

CO 1.00

CR 0.71%* 1.00

CM 0.48** 0.6270* 1.00

CN 0.740¢ 0.64*** 0.54*%* 1.00

GJS 0.47%%* 0.444** 0.30*** 0.51*** 1.00

IJS 0.41¢ 0.40*** 0.33%%* 0.46%** 0.55%%* 1.00

EJS 0.59*** 0.56*** 0.44*** 0.59*** 0.66*** 0.57*%* 1.00

%P < 0.001. CO, collaborate; CR, create; CM, compete; CN, control; GJS, general JS; IJS, intrinsic JS; EJS, extrinsic JS.
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TABLE 8 Structural path analysis results: organizational culture predicting job satisfaction dimensions.

Organizational culture path B P-value |Hypothesis supported Effect

Compete culture (CM) — JSG 0.31 >0.05 | Not supported Negligible/no significant effect on overall satisfaction

Collaborate culture (CO) — JSG 0.50 <0.05  |Supported Strong positive effect on overall satisfaction

Create culture (CR) — JSG 0.31 >0.05  Not supported Negligible/no significant effect on overall satisfaction

Control culture (CN) — JSG 0.32 <0.05  |Supported Moderate positive effect on overall satisfaction

Compete culture (CM) — JSI 0.34 <0.05 Supported Moderate positive effect on intrinsic satisfaction (achievement)
Collaborate culture (CO) — JSI 0.74%% <0.001 |Supported Very strong positive effect on intrinsic satisfaction (belonging, meaning)
Create culture (CR) — JSI 0.74** <0.001 |Supported Very strong positive effect on intrinsic satisfaction (innovation, growth)
Control culture (CN) — JSI 0.46 <0.05  |Supported Moderate positive effect on intrinsic satisfaction (clarity, order)
Compete culture (CM) — JSE 0.50 <0.05  |Supported Strong positive effect on extrinsic satisfaction (rewards, recognition)
Collaborate culture (CO) — JSE 0.74%% <0.001 |Supported Very strong positive effect on extrinsic satisfaction (support, relations)
Create culture (CR) — JSE 0.74%% <0.001 |Supported Very strong positive effect on extrinsic satisfaction (growth, dynamism)
Control culture (CN) — JSE —0.30 >0.05  Not supported Negligible/no significant effect on extrinsic satisfaction

B, Standardized path coefficient. Significance levels: **p < 0.001, p < 0.05, ns p > 0.05.

presented in Table 7, reveal that all four culture types were
significantly and positively correlated with all three dimensions of
job satisfaction (p < 0.001).

Strong positive correlations were notably found between
Control Culture (CN) and all satisfaction dimensions, with
coefficients of r = 0.51 for General Job Satisfaction (GJS),
r = 0.46 for Intrinsic Job Satisfaction (IJS), and r = 0.59
for Extrinsic Job Satisfaction (EJS). Collaborate Culture (CO)
also showed significant correlations, particularly with Extrinsic
0.59) and General Satisfaction (r = 0.47).
Create Culture (CR) had notable correlations, especially with
Extrinsic Satisfaction (r = 0.56). While Compete Culture (CM)
displayed significant correlations, they were generally weaker

Satisfaction (r =

compared to the other culture types, though its link with
Extrinsic Satisfaction was moderate (r = 0.44). These positive
correlations across all dimensions indicate that a stronger perceived
presence of any of these organizational culture types is linked
to higher job satisfaction levels among academic staff in this
setting. The particularly strong connections involving Control and
Collaborate cultures align with their prominence highlighted in the
descriptive statistics. These bivariate results offer initial support
for the impact of organizational culture on job satisfaction and
justify the subsequent use of structural equation modeling to
explore the unique predictive effects of each culture type while
accounting for the others.

Structural equation modeling

Structural equation modeling was employed to examine the
direct structural connections between the four organizational
culture types and the three job satisfaction dimensions. Table 8
summarizes the analysis.

Structural equation modeling (SEM) was employed to
empirically examine the proposed direct structural connections
between four types of organizational culture Collaborate (CO),
Create (CR), Compete (CM), and Control (CN) and three aspects
of job satisfaction among academic staff: General (JSG), Intrinsic
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(JSI), and Extrinsic (JSE). The Collaborate culture emphasizes
internal unity and teamwork; the Create culture centers on
innovation and adaptability; the Compete culture stresses market
orientation and results; and the Control culture focuses on
stability and structure. Table 8 summarizes the standardized path
coefficients (B), significance levels, and hypothesis support derived
from the SEM analysis.

The analysis revealed distinct influence patterns associated with
each cultural type. The Collaborate Culture (CO) emerged as a
significant positive predictor, markedly enhancing JSG (B = 0.50,
p < 0.05), JSI (B = 0.74, p < 0.001), and JSE (B = 0.74, p < 0.001).
The identical beta coeflicients for the effect of Create culture
on Intrinsic and Extrinsic satisfaction are noteworthy. This may
suggest that, in the perception of the respondents, the benefits of an
innovative and dynamic culture such as opportunities for growth
(intrinsic) and recognition for novel contributions (extrinsic)-are
so conceptually intertwined that they exert a similarly powerful
and undifferentiated positive effect on both facets of satisfaction.
The Control (CN) Culture displayed a more complex pattern,
significantly predicting higher GJS and IJS, but its effect on EJS was
negative and not statistically significant. Although not statistically
significant, the negative trend (B = —0.30) for the effect of Control
culture on EJS is theoretically interesting. It may suggest that while
academic staft appreciate the order and clarity a Control culture
provides (enhancing IJS), the associated rigidity and bureaucratic
procedures are perceived as hindering extrinsic rewards like timely
promotions or flexible benefits.

These findings robustly support hypotheses Hja (CO —
JSG), Hib (CO — JSI), and Hjc (CO — JSE), highlighting the
extensive advantages of a collaborative environment in augmenting
job satisfaction. The Create Culture (CR) demonstrated notable
positive effects, particularly on JSI (8 = 0.74, p < 0.001) and JSE
(B = 0.74, p < 0.001), thereby strongly supporting H,b (CR —
JSI) and Hyc (CR — JSE). However, its impact on JSG (f = 0.31,
p > 0.05) was not statistically significant, leaving Hya (CR — JSG)
unsupported. This suggests that while innovation and adaptability
enhance certain aspects of satisfaction, they do not necessarily
elevate overall job contentment.
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Final structural equation model of organizational culture predicting job satisfaction dimensions.

The Compete Culture (CM) exhibited a significant positive
effect on JSI (B = 0.34, p < 0.05) and an even stronger positive effect
on JSE (B = 0.50, p < 0.05), thereby supporting Hsb (CM — JSI)
and Hszc (CM — JSE). However, its influence on JSG (B = 0.31,
p > 0.05) was not significant, and thus Hza (CM — JSG) was
not supported. These results imply that a results-oriented culture
enhances satisfaction related to achievement and external rewards
but does not necessarily improve general satisfaction. The Control
Culture (CN) displayed a more complex pattern. It significantly
predicted higher JSG (B = 0.32, p < 0.05) and JSI (B = 0.46,
p < 0.05), supporting Hya (CN — JSG) and Hyb (CN — JSI),
indicating that structure and predictability positively contribute
to general and intrinsic satisfaction. Conversely, its effect on JSE
was negative but not statistically significant (p = —0.30, p > 0.05),
leaving Hyc (CN — JSE) unsupported.

Figure 3 provides a visual representation of the final estimated
structural model, illustrating the latent variables corresponding to
the four organizational culture types (CO, CR, CM, CN) and the
three dimensions of job satisfaction (JSG, JSI, JSE), along with
their respective observed indicators and associated measurement
errors. The figure depicts the significant positive intercorrelations
identified among the culture types, with correlation coefficients
ranging from r = 0.57 to r = 0.74, indicating that these orientations
frequently coexist. Notably, it visually summarizes the structural
paths tested, emphasizing the direct effects of each culture type
on the satisfaction dimensions, as quantified in Table 8. The
model highlights the substantial and broad positive influence of
Collaborate Culture (CO), the strong yet more targeted effects
of Create Culture (CR) and Compete Culture (CM) primarily
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on intrinsic and extrinsic satisfaction, and the nuanced positive
impacts of Control Culture (CN) on general and intrinsic
satisfaction. The evaluation of standard model fit indices (e.g.,
xz/df, CFI, TLI, RMSEA, SRMR, as reported elsewhere in the
Sections “Methodology” or “Results”) confirmed the adequacy of
this structural model.

The structural analysis offers persuasive evidence that different
types of organizational culture have unique effects on the job
satisfaction of academic staff. The Collaborate culture stands out
for its overall positive influence, while the Create and Compete
cultures notably improve certain aspects of both intrinsic and
extrinsic satisfaction. The Control culture’s impact is more selective,
enhancing general and intrinsic satisfaction but showing no
significant link to extrinsic satisfaction in this study. These findings
offer valuable insights for higher education institutions seeking to
improve the well-being of academic staff through targeted cultural
development efforts.

Discussion

This study investigates the influence of various dimensions
of organizational culture specifically Collaborate (Clan), Create
(Adhocracy), Compete (Market),
on job (General, Intrinsic, among
academic staff in Somaliland’s higher education institutions
(HEIs) using Structural Equation Modeling (SEM). The analysis
revealed that Control (Hierarchy) and Collaborate (Clan)
cultures are predominant in Somaliland HEIs, whereas Create

and Control (Hierarchy)

satisfaction Extrinsic)
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(Adhocracy) and Compete (Market) cultures are less prevalent.
The frequent observation of clan-like collaboration in academic
settings is noted (Aziz et al., 2021). From a psychological
perspective, this dual focus reflects a fundamental tension in
a post-conflict academic environment: the need to establish
order and procedural justice (Control) to create a baseline
of psychological safety, while simultaneously leveraging
collectivist societal norms to foster a sense of belonging and
community (Collaborate).

The SEM analysis identified Collaborate (Clan) culture as the
most influential factor, significantly enhancing all three dimensions
of job satisfaction. This finding strongly suggests that a culture
promoting teamwork, mutual support, and participation is the
most effective lever for improving employee morale. This aligns
with research from other developing contexts, such as that by
Igbal et al. (2023) in Pakistan, which also found collaborative
and supportive cultures to be powerful predictors of positive
employee outcomes. However, the dominance of Control culture
in Somaliland, unlike in more stable systems, suggests a unique
contextual emphasis on structure as a primary organizational
need. A key takeaway is that fostering a sense of community and
psychological safety is not a “soft” initiative but a primary driver of
overall job satisfaction.

The finding that Creates (Adhocracy) and Compete (Market)
cultures positively impacted intrinsic and extrinsic satisfaction
but not general satisfaction is also significant. This implies
that while innovation and achievement are valued, they must
be balanced with overall institutional support to translate into
comprehensive job contentment. To leverage the benefits of a
Collaborate culture, for instance, universities could implement
structured peer-mentoring programs and cross-departmental
research teams. To mitigate the negative aspects of a Control
culture while retaining necessary structure, leadership could focus
on “supportive accountability” workshops that train managers
to enforce procedures without undermining staff autonomy and
psychological well-being.

Policy implications

This study offers essential recommendations for policymakers
in Somaliland’s higher education sector. The positive influence
of a Collaborate (Clan) culture suggests that institutions should
prioritize teamwork, mentorship, and supportive leadership.
A concrete policy recommendation would be for the National
Commission for Higher Education (NCHE) to incorporate metrics
related to collaborative culture and staff well-being into its
institutional accreditation standards. The beneficial effects of
Create (Adhocracy) and Compete (Market) cultures underscore
the importance of fostering these orientations. The complex role
of Control (Hierarchy) culture necessitates maintaining essential
structures while avoiding bureaucratic rigidity.

Conclusion

This study examined the relationship between organizational
culture and job satisfaction in Somaliland HEIs. The findings
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indicated that the Collaborate (Clan)
influences all facets of job satisfaction. The study confirmed the

culture significantly

predominance of Collaborate and Control cultures and the low
levels of extrinsic job satisfaction. This research validates the
Competing Values Framework within Somaliland’s context and
demonstrates its varied impacts on job satisfaction.

Study limitations

While this study offers valuable insights, it is important to
recognize several limitations. Firstly, the research utilized a cross-
sectional approach, which limits the ability to definitively establish
causality. Secondly, the study exclusively depended on self-reported
survey data, which is prone to common method bias. Efforts
were made to mitigate this bias during the research design by
guaranteeing participant anonymity and ensuring the psychological
separation of questionnaire sections, but its potential influence
cannot be entirely discounted. Additionally, the generalizability of
the findings may be constrained by the specific characteristics of the
participating institutions.

Recommendations for future research

In light of the findings and limitations, several avenues for
future research are proposed. Longitudinal research designs should
be employed to investigate causal relationships over time. From an
educational psychology perspective, future studies could investigate
the mediating role of academic self-efficacy in the relationship
between Adhocracy culture and teaching quality, or a qualitative
study could explore how societal clan-based structures influence
faculty’s perception of fairness in promotion (EJS), which this
study found to be low. Mixed-methods approaches could provide
a richer context, and exploring potential mediating or moderating
variables would allow for the development of more complex
theoretical models.
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