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ABSTRACT

Organizational culture is the common values, beliefs and norms that employees share in the organization. Organizational culture
guides employees to have the right attitudes and behaviors. Organizational culture leads to solidarity, belonging and integration
for employees. Creating a strong organizational culture with this dimension can increase personnel motivation. Personnel
motivation is the process of taking the desired behavior and encouraging the individual in line with the goals of the organization.
In terms of the effectiveness and efficiency of the organizations, the motivation of the employees should be kept alive. In this
context, it is thought that the creation of a strong organizational culture by the managers would positively affect the motivation
of the personnel. The aim of the study is to comparatively examine the relationship between organizational culture and
personnel motivation in public institutions in Turkey and Afghanistan, and to analyze whether the organizational culture
perceptions of the employees' organizations affect their motivation. As a result, it is understood that organizational culture is
effective on the level of motivation. On the other hand, it is determined that there is no significant difference between countries
in terms of organizational culture and motivation level.
Keywords: Organization Culture, Organization Culture Models, Motivation, Motivation Tools.
JEL Classification Codes: D23, M10, M12, M14.

(074
Orgiit kiiltiirii, calisanlarin orgiitte paylastiklar1 ortak degerler, inanglar ve normlardir. Orgiit kiiltiirii, alisanlara dogru tutum
ve davranislarda bulunmaya yonelik rehberlik etmektedir. Orgiit kiiltiirii, calisanlar agisindan dayanisma, aidiyet ve
biitiinlesmeye yol agmaktadir. Bu boyutuyla gii¢lii bir orgiit kiiltiiriiniin yaratilmasi personel motivasyonunu arttirabilir.
Personel motivasyonu ise orgiitiin amaglari dogrultusunda bireyin istenilen davranisa gegmesi ve isteklendirilmesi siirecidir.
Orgiitlerin etkinligi ve verimliligi agisindan calisanlarin motivasyonlarinin siirekli canl tutulmasi gerekmektedir. Bu baglamda
yoneticilerin giiglii bir orgiit kiiltiirli olugturmalarinin personel motivasyonunu olumlu yonde etkileyecegi diisiiniilmektedir. Bu
caligmanin amaci, Tiirkiye ve Afganistan’daki kamu kurumlarinda 6rgiit kiiltiirii ile personel motivasyonu arasindaki iliskiyi
karsilastirmali olarak incelemek ve calisanlarin Orgiitlerine ait orgiit kiiltiirii algilarinin, motivasyonlarmi etkileyip
etkilemedigini analiz etmektir. Sonug olarak 6rgiit kiiltiiriiniin motivasyon diizeyi {izerinde etkili oldugu anlasiimistir. Ote
yandan Orgiit kiiltiiri ve motivasyon diizeyi agisindan iilkeler arasinda énemli bir fark bulunmadigi tespit edilmistir.
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GENISLETILMIiS OZET

Amac ve Kapsam:

Arastirmanin temel amaci, Tirkiye ve Afganistan’daki kamu orgiitlerinde ¢aliganlarin orgiit kiiltiirii algilart ve personel
motivasyonu diizeylerinin iilke degiskenine gore farklilasip farklilasmadigini tespit etmek ve orgiit kiiltiirii algilari ile personel
motivasyonu arasindaki iliskiyi belirlemektir. Arastirmanin bir diger amaci ise, ¢alisanlarin orgiit kiiltiirii alt boyutlarmimn
personel motivasyonu algilarina olan etkisini incelemektir. Arastirmanin kapsamini Afganistan’in bagkenti olan Kabil ve
Tiirkiye’nin Manisa ilindeki kamu kurumlarinda cesitli kademelerde calisan personeller olusturmaktadir. Omeklem gurubu
olarak rastgele segilen 400 kamu ¢alisanlarina anket formu dagitilmis olup eksiksiz bir sekilde cevaplandigi varsayilan toplam
310 anket degerlendirmeye tabi tutulmustur. Dolayisiyla ana kiitleyi temsil eden 6rneklem sayisi 310 kisiden olugsmaktadir. Bu
arastirmada elde dilen sonuclar 6rneklemin temsil ettigi Afganistan’in bagkenti olan Kabil ve Tiirkiye’nin Manisa ilinde kamu
kurumlarinda faaliyet gosteren galisanlar ile smirlidir. Arastirmanin en énemli kisitlarindan biri de 6rneklem gurubunun kamu
kurumlarinda ¢aligan bireylerden olustugu igin, anket formunun cevaplama konusunda mesleki kaygi ve ¢ekinceleri nedeni ile
baski hissetmis olabilecekleri varsayilmaktadir.

Yontem:

Arastirma, nicel aragtirma olarak tasarlanmis ve tarama (survey) yontemiyle gerceklestirilmistir. Arastirmada veriler
toplanmasinda anket teknigi kullanilmistir. Ornekleme yontemi olarak kolayda &rekleme yontemi kullamlmistir.
Katilimcilara uygulanan anket formunda 3 ana bdlim ve toplam 57 ifade bulunmaktadir. Anket formunun ilk boliimiinde,
katilimcilarin demografik 6zelliklerine iliskin (cinsiyet, yas, medeni durum, egitim diizeyi, ¢aligma siiresi ve kurum i¢indeki
pozisyonu gibi) tanimlayici bilgilerin belirlenmesine yonelik sorular bulunmaktadir. fkinci bdliimiinde, katilimcilarin 6rgiit
kiiltiirii algismni belirlemeye yonelik Danisman ve Ozgen (2003)’in gelistidigi “orgiit kiiltiirii envanteri” ve {i¢iincii boliimiinde
ise, ¢alisanlarin motivasyon diizeylerini belirlemeye yonelik ince (2003) tarafindan gelistirilen “motivasyon olgegi”
kullanilmustir. Olgeklerin giivenilirlik katsayilart 0,89 ve 0,90 olarak belirlenmistir. Olgekler igin 5°1i Likert olgegi
kullanilmigtir. Calismada, frekans ve yiizde, ortalama ve standart sapma, giivenilirlik analizi, ¢arpiklik ve basiklik analizi,
Pearson korelasyon testi, regresyon analizi ve bagimsiz gruplar t-testi uygulanmustir.

Bulgular:

Arastirma sonuglarina gore elde edilen bulgular su sekildedir: Arastirmaya katilan katilimcilarin 154’1 Tiirkiye’deki kamu
orgiitlerinde, 156’s1 ise Afganistan’daki kamu orgiitlerinde c¢aligmaktadir. Tanimlayict istatistik analizi sonucunda,
katilimcilarin orgiit kiiltiiri algilarinin ve motivasyon diizeylerinin ortalamanin iizerinde oldugu goriilmiistiir. Arastirma
kapsamindaki kamu orgiitlerinde yaygin kiiltliriin “hiyerarsi egilimi” en az goriilen kiiltiirin “agiklik egilimi” oldugu
belirlenmistir. Korelasyon analiz sonucunda ise Orgiit Kiiltiirii ve alt boyutlar1 ile Motivasyon ve alt boyutlar1 arasinda pozitif
yonlii ve istatistiksel olarak anlamli iligkiler bulunmustur. Regresyon analizi sonucunda 6rgiit kiiltiiriiniin motivasyon iizerinde
kismen etkili oldugu tespit edilmistir. Orgiit kiiltiirii ve motivasyon dl¢ek puanlarmin iilkeye gore karsilastirmali olarak 6lgmek
amaciyla yapilan T-testi sonucunda, genel olarak Tiirkiye’deki kamu ¢aligsanlari ile Afganistan’daki kamu ¢alisanlar1 arasinda
orgiit kiiltiirii ve motivasyon algist agisindan anlamli bir fark olmadig1 goriilmiistiir. Ancak boyutlar kapsaminda bakildiginda
iki lilke arasinda orgiit kiiltiiriiniin “klan egilimi”, “agiklik egilimi” ve “hiyerarsi egilimi” boyutlarinda ve motivasyonun
“iletisim” ve “giliven” boyutlarinda anlamli farklar bulunmustur.

Sonug ve Tartisma:

Orgiitlerin basarisi ya da basarisizlig1 insan kaynaklarina baglidir. Dolayisiyla 6rgiitlerin rekabette iistiinliik saglayabilmek igin
insan unsurunu merkeze almasi orgiit kiiltiirii ve motivasyon kavramlarini dnemli bir konu olarak dne ¢ikarmaktadir. Kamu ya
da 6zel orgiitlerde orgiit kiiltiirii ile personel motivasyonu arasinda anlamli bir iliski oldugunu bu konuda yapilan aragtirmalar
kapsaminda soylemek miimkiindiir. Bu baglamda orgiitlerin ¢alisanlar tarafindan benimsenen giiglii bir kiiltiire sahip olmasi
bireysel ve oOrgiitsel motivasyon diizeyinin artmasini saglamaktadir. Bu da orgiitsel verimlili§in ve basarmin artmasini
beraberinde getirmektedir. Her orgiitiin kendine has bir kiiltlirli oldugu gibi her iilkenin de kendine has bir kiiltiiri vardir.
Tiirkiye ve Afganistan’daki kamu orgiitlerinde calisanlarin 6rgiit kiiltlirli ve motivasyon algilarmin iilkelere gore farklilik
gosterip gostermedigini belirlemek ve katilimeilarin algilarina gore orgiit kiiltiirii ile motivasyon arasinda anlamli bir iliski
bulunup bulunmadigmi ortaya koymak amaciyla yapilan bu aragtirmadan elde edilen sonuglar su sekildedir: Arastirmaya
katilan katilimeilarin 154’ Turkiye’deki kamu orgiitlerinde, 156’s1 ise Afganistan’daki kamu orgiitlerinde ¢aligmaktadir.
Yapilan analizlere gore, orgiit kiiltiirii ve personel motivasyonu arasinda istatistiksel olarak anlamli pozitif yonlii ve giiglii bir
iliskinin oldugu tespit edilmistir. Buna gore 6rgiit kiiltiiriiniin motivasyon {izerinde olumlu etkisinin oldugu ortaya konulmustur.
Bu sonuglar literatiirle uyumludur. Afganistan’daki kamu ¢aliganlari ile Tiirkiye’deki kamu ¢aliganlariin orgiit kiiltiirii ve
motivasyon diizeyi bakimindan istatistiksel agidan anlamli bir fark bulunmadigi soylenebilir. Bu ¢aligmada elde edilen
bulgulardan hareketle iki farkl lilkedeki kamu calisanlar1 arasinda orgiit kiiltiirii ve motivasyon algisinda anlaml bir farklilik
bulunmamasinin sebepleri arastirilarak, gelecek arastirmalarda 6rgiit kiiltiirii agisindan yeni pencereler agilabilir. Bu anlamda
orgiit kiltiiri ve motivasyon arasindaki iliskinin geligmesine, yeni yonetim yaklagimlarmin olugmasma katki sunulabilir.
Calisanlarin performansiyla dogrudan iliskili bu iki degisken tlizerinde kapsamli daha fazla arastirmalarin yapilmasinin
literatiire 6nemli katkisi olabilir.
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1. INTRODUCTION

As a path of understanding organizational system in the past 30-year organizational culture has obtained public
acceptances. According to Griffin and Moorhead (2007, p. 456), culture is the basic section of an organization's
intrinsic environment. Values, beliefs, behaviors, customs, and attitudes are very important parts of organizational
culture and help organizational employes understand what they stand for, how things are done by them, and what
is significant for them. Hofstede (1997, p. 47) argued that organizational culture is the collective mental
programming that distinguishes members of one organization from another.

Organizational culture sets priorities and expectations by making people learn and understand what is important
and defining actions direct to punishment and reward. In addition, Brown (1998, p. 221) intoducrd that there is a
connection culture and motivation elements that is necessary for the performance of the organization.
Organizational culture has a significant impact on performance, growth and success. According to Nisanc1 (2012,
p. 1284), organizational culture, which is the product of an organized community, guides individuals about what
they should do and how they should behave within the organization. It facilitates the identification of people in the
organization and enables faster and more effective implementation of decisions. It reduces intra-organizational
complexity and facilitates coordination. It motivates employees by providing general behavior patterns and rules
on how to control and solve problems in the organization, giving them the opportunity to realize themselves.
Motivation is an employee's interest in and efforts towards work-related activities. In addition, it is the inner effort
that causes the individual to decide to take action (Broussard & Garrison, 2004, p. 684). In order for organizations
to be more effective and productive, organizational culture and motivation variables, which have been the subject
of many studies recently, have been discussed as the research subject of this study.

The basic goal of this study is to examine the effect of organizational culture on employee motivation in a
comparative way in public institutions in Turkey and Afghanistan. Theoretical framework of the research: To
understand whether the relationship between organizational culture and personnel motivation differs according to
countries; to determine whether there is a relationship between the organizational culture variable and the
motivation variable; If there is a relationship between organizational culture and employee motivation, it is
determined to reveal the direction of this relationship. In addition, no study has been found in the domestic
literature that comparatively examines the relationship between organizational culture and motivation in different
countries. In this context, it is thought that the study will make an important contribution to the literature.

2. LITERATURE
2.1. The Concept of Organizational Culture and Its Importance

Organizational culture is a research topic that gained importance and started to be studied in the 1980s.
Organizational culture is the representation of the basic values, beliefs and assumptions existing in an organization
and the behavior patterns arising from these shared values, which show the connection between the assumptions
of the organization and its values and behaviors (Denison, 1990, p. 196).

Mintzberg (1989, p. 221) organizational culture “Every organization has a culture that describes how it does what
it does. What is important here is a more specific culture, a system of richly developed and deeply embedded
values and beliefs that serve to distinguish one organization from others. Locke (2009, p. 392) defines
organizational culture as “a system of shared beliefs and values regarding the structure, processes and control
systems of the organization in order to create behavioral norms”.

According to Deshpande and Webster (1989, p. 5), organizational culture is the set of common values and beliefs
that make it easier for individuals to understand the functioning of the organization and also create norms for the
individual's behavior in the organization. Organizational culture can be expressed as norms and values that direct
the behavior of individuals (Luthans, 2011, p. 72). Bakan et al. (2004, p. 20) examined the definitions in the
literature and developed the following definition: Organizational culture is accepted by the individuals of the
organization and determines the future of the organization by arranging the ties between people and groups in the
organization, relations with the environment, activities, in other words the organizational structure. It is the whole
of attitudes, behaviors, values and norms that hold together.

In line with the definitions above, it can be said that organizational culture has a function that shapes the behavior
of the personnel, ensures the integration of the organization with the society and affects its relationship with the
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environment. Organizational culture reflects the identity of the organization, its quality, the values it adopts, and
enables it to be recognized in the environment. Thus, culture reflects its value, its social standards, and the way it
relates to other organizations and individuals in the environment. With this aspect, it can be said that culture is one

of the most important tools that affect the image, value and success of the organization before the society (Eren,
1998, p. 86-87).

2.2. Elements of Organizational Culture

Organizational culture has two stratums. The first stratum is values and beliefs. It consists of tangible symbols
such as dress, behavior, ceremony, myth and legend. Another stratum of organizational culture is the basic stratum
or basis of an organization's culture, like values, assumptions, beliefs, and conceptual processes of individuals and
organizational members. This stratum actually makes up the accurate culture of the organization. The factors that
constituate the culture of an organization are: values, beliefs, corporate social process and norms, heroes, language,
stories and myths. These factors are explained as follows (Giiglii, 2003, p. 150):

Values: Organizational culture values are generally a reflection of the values of the society and the environment
in which the organization is located. Values form the basis for employees to understand what is right and what is
wrong (Giig¢lii, 2003, p. 151).

Beliefs: beliefs express what people think and whether it is true.

Institutional social process and norms: Another important factor in creating and developing organizational culture
is the social process of the organization. The social process in organizations is pre-service and in-service training.
Occasionally, employees in the organization may develop norms as time goes on. Norms reflect typical and
accepted behavior in an organization. (Biitiiner, 2011, p. 23).

Heroes: Heroes are a factor that exemplifies the past of an organization and the success of past institutions,
managers, and its purpose is to motivate employees and follow this methodology. Heroes are individuals who have
done the most profitable services in the business in the past and have become giants because of these services and
have made the business successful (Kdse et al. 2001, p. 230).

Language: Basically, every organization has its own language just as every country has its own language. This
language gives meaning to people working in the same organization. Many organizations use language to designate
the member of the culture within the organization. (Kose et al., 2001, p. 224).

Stories and Myths: Stories and myths serve as a bridge between the past and present position of the organization.
In other words, these are the culture carriers that emerge as a result of the stories told about the past of the
organization exaggerated by the people in the organization (Ertas, 2019, p. 238).

Organizational culture can be weak or strong. Martin (2005, p. 382) emphasizes that “a strong organisation, the
core values of the organization are strongly held and widely shared”. When the factors that make up the
organizational culture are adopted by the majority of the employees, a strong culture is formed. In organizations
where a strong organizational culture is dominant, the organizational commitment and motivation of the employees
increase. On the other hand, if the employees do not adopt the common beliefs, values and norms of the
organization, there is a weak organizational culture. In this case, the organizational commitment and motivation
of the employees are low (Robbins and Judge, 2016, p. 514).

2.3. Organizational Culture Models

There are many organizational culture models in the literature that explain the cultures of organizations from
different perspectives. All describe organizational practices and provide information about organizational culture
in terms of organizational values, practices, and types of leaders. Among the organizational culture models, models
that are used more generally and that are created as a result of extensive studies have been developed. These models
are; Hofstede Model, Parsons Model, Deal and Kennedy Model, Johnson and Scholes Model, Handy Model,
Schien Model, Denison Model, Cameron and Quin Model, Consultant and Ozgen Model. In this study, the
Consultant and Ozgen Models, which are organizational culture models, were used. This model can be summarized
as follows:

Organizational culture has been studied in various dimensions according to different perspectives. “These
dimensions were reconsidered by Danisman and Ozgen (2003), some dimensions were considered to have the
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same meaning and were combined and adapted to the national culture”. The dimensioning made by Danisman and
Ozgen (2003, p. 106-107) has nine dimensions and was used in the implementation of the study.

Prescriptive tendency, Prescriptive, bureaucratic and controlling behaviors are observed. It means paying attention
to obeying the rules.

Hierarchy tendency; Obedience is the tendency for power, authority, or equality and participation. In this
dimension, hierarchy, authority, command-command relations, clarity of roles and positions, functionality or
participation and equality in the business environment are in question. Status and authority are critically important
in this trend.

Clan tendency: It can also be called family and relationships tendency. There is a view of the work environment
as a family environment and caring about interpersonal relationships. Behaviors such as dealing with the private
problems of the members of the organization are exhibited.

Supportive tendency: It can also be expressed as person disposition or business disposition. In the business
environment, emphasis is placed on the initiative of employees and the protection of their individual rights. Duties
are expected to be done accurately and employees are expected to be self-sacrificing.

Tendency to trow: Flexibility, growth, adaptability or stability and stagnation. It expresses the degree of importance
of the trends among them.

Openness tendency: It refers to the ability to openly discuss problems in disputes and conflicts, and the degree of
support or inhibition when decisions are easily discussed and openly made.

Professionalism tendency: 1t is expressed as the importance of rationality, success and competence. The degree to
which performance-based employment and promotion, and clear role definitions, is important.

Team tendency: Reflects the tendency to adopt collective behaviorism or individualism in studies. It is important
to create unity and cooperation in a team spirit.

Outcome Trend: It can also be called process trend. It expresses the degree of importance of the results or processes
that express the way the work is done. The focus is on the result rather than the way the work is done.

2.4. The Concept of Motivation and Its Importance

Based on definition of Kressler (2003), the term motivation is taken from the word Latin meaning "to move". The
topic of motivation has defined by diffrent experts in sevral ways. Consequently, we can not fiind a specific theory
that determines the motivation of people at a certain time (Lazear and Gibbs, 2009, p. 129).

According to Maslow (1954) people's needs and wants differ at different times. In the view of Armstrong and
Baron (2005, p. 11) the reason of doing a job is motivation and motivation theory is consist of the factors that
inspire to treat in diffrent ways. Moreovere, based on the definition of Torrington et al. (2009, p. 276) concept of
motivation as the tendency to go further expectations by acting internally rather than external elements. The level
of inspiration related to the degree to which individuals think their motivational needs will be fulfilled. In Tevriiz's
(1997, p. 68) see, inspiration is the eagerness to apply a tall level of exertion towards the organizational objective,
which is conditioned by the capacity to form an exertion to meet person needs. Too, the foremost critical viewpoint
of inspiration is its mental angle. In this manner, inspiration is characterized as the mental handle that decides the
reason and heading of behavior, and it is the propensity to act purposely in arrange to get an neglected require and,
in turn, the want to perform (Kreitner, 2004, p. 3).

There are two sorts of inspiration: inherent inspiration and outward inspiration (Deci, 1971, p. 55). Representatives
can feel spurred at whatever point they see that the work is curiously. Workers lean toward to be remotely
persuaded when they see installment and cash as the leading result of their endeavors (Deci, 1971, p. 109-110).
Hence, the part of inborn and outward inspiration cannot be disregarded. Both are imperative. Deciding the sort of
inspiration is up to the representatives. A few are inherently persuaded whereas others are outwardly persuaded.
In any case, both are based on certain variables: individual characteristics of workers, such as their behavior,
capacities, convictions, states of mind, and desires; The nature and nature of their work; It is the nature of the
organization such as methods, observing framework, stipend framework and human asset administration
framework (Nicholson, 2003, p. 60). Motivation is the key to improving performance (Raj, 2017, p. 164).
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Motivation is a skill that can and should be learned. This is essential for the survival and success of any

organization. Organizations accept success as a function of performance, ability and motivation (Unsar et al., 2010,
p. 250).

2.5. Motivation Tools

There are various tools to motivate employees within the organization. The most important motivating tools among
these tools are grouped under three headings as economic, psycho-social, organizational and managerial
motivators. These tools are also divided according to their features. The said tools can be summarized as follows
(Olger, 2005, p. 3):

Economic tools: The individual needs money to survive. The purpose of economic tools is to increase employee
motivation with monetary tools. In this context, there are elements such as wage increase, premium wage, profit
sharing, social rights and economic rewards.

Psycho-social tools: Tt includes practices that appeal to the spiritual world of the individual and are based on value
judgments. In this context, there are elements such as free working conditions, value and status, an environment
of trust, respect for private life, appreciation and sharing in the success of the enterprise, adaptation to the
environment and a suggestion system.

Organizational and managerial tools: These are the tools that aim to mobilize the employees towards the goals of
the organization. In this context, there are elements such as goal setting, equality of authority and responsibility,
organizational support, promotion opportunities, communication, flexibility and providing appropriate working
conditions.

2.6. The Relationship between Organizational Culture and Staff Motivation

Organizational culture is one of the foremost critical inside and outside variables that propel work force in an
organization. As seen in the second part of the research, motivation and psychological attitudes awakened in the
person rather than external factors play a productive role for the motivation of the personnel. The motivation of
the personnel is important for the organization to reach its goal. At the same time, every organization has its own
culture and this culture affects the behavior and perceptions of the personnel towards the job. Therefore, examining
the relationship between these two concepts has been considered important by many researchers. A few ponders
on the relationship between organizational culture and motivation concepts are included in this area. A few of
these ponders were created by nearby and a few by remote creators (Bilegt, 2012, p. 64-65). In the doctoral thesis
study conducted by Kavi (2006), the effect of organizational culture on motivation was examined in terms of
employees. In this context, it has been tried to determine the organizational culture and employee motivation levels
of the institutions serving in the private finance and banking sectors. A questionnaire consisting of scales to
determine motivation level and organizational culture type was applied to 190 people in three enterprises. In order
to measure the level of motivation, scales were prepared by considering Maslow's Hierarchy of Needs model. The
Double S model developed by Goffee and Jones was used to reveal the organizational culture type of businesses.
The result obtained in the research shows that there is a positive relationship between organizational culture and
motivation. In addition, the motivation of the employees reveals that the business is affected by the organizational
culture by joining other factors.

The inquire about on “Organizational culture as related to motivation: A ponder on steel fabricating businesses in
India” by Nayak, Padhi, Barik, Mohanty, and Pradhan (2011) was distributed within the 2011 issue of the European
Diary of Social Scienes.The subject of the research is to examine the relationship between organizational culture
and motivation. In this context, answers were sought to the following questions: What is the effect of organizational
culture on employee motivation?, What are the strategies to be implemented to increase employee motivation?,
What are the difficulties faced by employees while being motivated and engaged in their work?, What are the
requirements for managers and employees to stay motivated for a long time in India's public and private
manufacturing sector?

The point of the investigate is to relate the benefits of organizational culture with worker inspiration. Survey
strategy was utilized to gather investigate information. In order to measure the effectiveness of intrinsic and
extrinsic motivation factors in the survey, questions about the job were generally asked to the employee. For
example, job security, pay, benefits of the job, opportunities for promotion, job conditions, job interest, criticism
and appreciation of the manager, working hours.
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In the research, factors such as context sensitivity, avoidance of uncertainty, universalization, power range, and

perceived role are used as the variables that make up the organizational culture. In this context, it is stated that
organizational culture has a vital role in employee motivation.

As aresult of this theoretical study on the concept of motivation, it has been learned that the importance of internal
and external factors affecting motivation is great. Therefore, researchers consider either internal factors or extrinsic
factors when constructing motivational models.

Inspiration could be a key component of organizational culture. Organizational culture plays an imperative part in
how individuals feel approximately their work, inspiration level, commitment and work fulfillment in an
organization. These sees, Sempane et al. (2002) clarified that individuals are key components of competitiveness
which organizations can show a profoundly complex social structure due to their cultural quality. There's a clear
interdependency between the organization and its workers, in which both parties impact their potential to attain
victory. Such a relationship makes a relationship between worker inspiration and work fulfillment (Schneider &
Snyder, 1975). Looking at investigate, there's prove that inspiration and work fulfillment cannot be considered
independently. Organizational culture should be taken into consideration in arrange to realize organizational
objectives and guarantee representative inspiration (Sempane et al., 2002). However, for some managers, there has
been a problem with how to motivate employees towards goals (Kog ve Topaloglu, 2012, p. 203). Concurring to
Hofstede (2001), recognition of the work done by the staff will make them work harder within the future.

By looking at the five sources of inspiration proposed by Kanter (1989), it can be seen that inspiration is socially
subordinate. It subtle elements representative inspiration, mission (rousing workers to accept within the
significance of their work), motivation control (getting workers control of their careers), share of esteem creation
(fulfilling workers for fruitful endeavors), learning (giving learning openings), and notoriety (for the representative
themselves) giving you the opportunity to urge a title). These five inspirations are connected to the work of Denison
(1990) and Truskie (1999) as all three sources center on the same general areas. In conclusion, it can be seen that
there's a interface between inspiration and culture, as unequivocally coordinates societies will frequently lead to a
persuaded workforce.

3. RESEARCH METHODOLOGY

In this area, the field investigate and discoveries carried out in line with the reason of the investigate are included.
In this setting; Data on the subject, reason and significance of the investigate, questions, speculations, restrictions,
strategy, scales utilized, universe and test, information collection, measurable strategies utilized, discoveries and
assessment issues related to the inquire about comes about are given.

3.1. The Reason and Significance of the Research

The main purpose of the research is to determine whether the organizational culture perceptions and personnel
motivation levels of the employees in public organizations in Turkey and Afghanistan differ according to the
country variable and to determine the relationship between organizational culture perceptions and personnel
motivation. Another purpose of the study is to examine the effect of organizational culture sub-dimensions of
employees on their perceptions of personnel motivation. The hypotheses formed in line with the purpose of the
research are as follows.

3.2. Research Hypotheses

H1: There is a positive and significant relationship between organizational culture and personnel motivation.

e Hla: There is a positive and significant relationship between the normative tendency sub-dimension of
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

e Hilb: There is a positive and significant relationship between the clan tendency sub-dimension of
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

e Hilc: There is a positive and significant relationship between the supportive tendency of organizational culture
and motivation sub-dimensions (interest, communication, trust, satisfaction).

e Hl1d: There is a positive and significant relationship between organizational culture's development tendency
sub-dimension and motivation sub-dimensions (interest, communication, trust, satisfaction).

1360



Siileyman Demirel Universitesi Vizyoner Dergisi, Yil: 2022, Cilt: 13, Say:: 36, 1354-1375.
Sileyman Demirel University Visionary Journal, Year: 2022, Volume: 13, No: 36, 1354-1375.
e Hle: There is a positive and significant relationship between the openness tendency sub-dimension of
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

e HIf: There is a positive and significant relationship between the hierarchy tendency sub-dimension of
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

H2: Organizational culture perception has a positive and significant effect on personnel motivation.

e H2a: The normative tendency sub-dimension of organizational culture has a positive and significant effect on
the motivation level.

e H2b: The clan tendency sub-dimension of organizational culture affects the motivation level positively and
significantly.

e H2c: The supportive tendency of organizational culture sub-dimension affects the motivation level positively
and significantly.

e H2d: Organizational culture's development tendency sub-dimension has a positive and significant effect on
the motivation level.

e H2e: The openness tendency sub-dimension of organizational culture affects the motivation level positively
and significantly.

e H2f: The hierarchy tendency sub-dimension of organizational culture affects the motivation level positively
and significantly.

H3: There is a significant difference in the perception of organizational culture according to the country variable.
H4: There is a significant difference in motivation perception according to the country variable.
3.3. Duration and Limitations of the Research

The subject of the study is too broad and detailed to be analyzed in a single study. For this reason, the scope of the
research is limited to public personnel working at various levels in the Afghan capital city of Kabul and Turkey's
Manisa province, depending on the public institutions of Afghanistan and Turkey. It is important for the reliability
of the results to apply a questionnaire to the selected sample group in a certain time period. It is assumed that the
questionnaire used as a data collection tool in the research is understandable by all participants. It is limited to the
correct counting of the answers given to the questionnaires used as a data collection tool. The results obtained in
this research are limited to the employees working in public institutions in Kabul, the capital of Afghanistan, and
Manisa province of Turkey, which the sample represents. One of the most important limitations of the research is
that since the sample group consists of individuals working in public institutions, it is assumed that they may have
felt pressure to answer the questionnaire due to professional concerns and reservations.

3.4. Method

The examination of the data was made with the SPSS 25 program and it was examined with a certainty level of
95%. Recurrence (n) and rate (%) for categorical (subjective) factors, cruel (X), standard deviation (ss), least and
most extreme insights for numerical (quantitative) factors are given. The reliability of the sub-dimensions of the
scales was calculated. A method to look at the similarity of the scores gotten from the Organizational Culture and
Motivation scales to the ordinary dispersion is the calculation of skewness and kurtosis values. The kurtosis and
skewness values gotten from the scale scores between +3 and -3 are considered adequate for the typical conveyance
(Groeneveld and Meeden, 1984; Hopkins and Weeks, 1990; DeCarlo, 1997). Appropriately, it can be said that the
scale scores appear a ordinary dispersion. Hence, parametric strategies were utilized within the examinations.
Pearson relationship test, relapse examination, free bunches t test were utilized within the ponder. Free bunches t-
test may be a test procedure utilized to compare two autonomous bunches in terms of a quantitative variable. Ethics
committee endorsement dated 02.01.2020 and numbered 2020/01 was gotten from Manisa Celal Bayar University
Social and Human Sciences Logical Inquire about and Distribution Ethics Committee for this study.

3.5. Universe and Sample

The universe of the research consists of personnel working at various levels in public institutions in Kabul, the
capital of Afghanistan, and Manisa, Turkey. A questionnaire form was distributed to 400 public employees who
were randomly selected as the sample group, and a total of 310 questionnaires, which were assumed to be answered
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completely, were evaluated. Therefore, the sample number representing the main mass consists of 310 people. The
reason why the city of Kabul, the capital of Afghanistan, was preferred as the research universe, in terms of the
majority of the population, compared to other regions of Afghanistan, the age, race / ethnicity, political view,
language, religion, etc. of the people living in this region. It can be expressed as the fact that there are more
differences in the social structure and therefore the individuals are more likely to encounter discrimination
practices in the social structure. The reason why Manisa is preferred is the thought that the research can be carried
out easily because the researchers live in this city. It is thought that the realization of the research in public

institutions will contribute to obtaining healthier information on the relationship between organizational culture
and personnel motivation.

3.6. Data Collection Technique

The research was designed as a quantitative research and was carried out with the survey method. Studies aiming
at collecting data to determine certain characteristics of a group are called surveys (Biiyiikoztiirk et al., 2014, p.
14). Questionnaire technique was used to collect the necessary data in the research. In the research, first of all, a
comprehensive literature review about organizational culture and personnel motivation was made, and the
necessary theoretical infrastructure was created. The questionnaire was applied to the employees personally, as it
measures at the individual level. The implementation of the questionnaires started on 20 August 2019 and the
collection of the questionnaires was completed as of 30 February 2020. Non-probability convenience sampling
method was used as the sampling method.

Considering the voluntary basis of answering the questionnaires, the participants were asked not to write their
names and the name of the unit they work in so that the questionnaire could be answered correctly and not cause
concern. In this context, the questionnaire applied to public employees consists of 3 main parts and a total of 57
statements.

The first part of the questionnaire consists of 8 open and closed-ended questions to determine descriptive
information about the demographic characteristics of the participants (such as gender, age, marital status, education
level, working time and position in the institution).

In the second part of the questionnaire, there are 24 statements to measure the importance of the organizational
culture of the participants. The Organizational Culture questionnaire was tried to be measured with the
organizational culture scale, which was developed by Danisman and Ozgen (2003) to measure 9 dimensions with
53 questions, and then rearranged as 6 dimensions and 24 questions by Sesen (2010). Written permission was
obtained for the use of the scale. The importance level of each statement in this section is based on a 5-point Likert
scale, such as “I Strongly Disagree-1”, “Slightly Agree-2”, “Agree Somewhat-3”, “Mostly Agree-4”, “Strongly
Agree-5” It was rated as “”” and was evaluated between 1-5.

In his study, Sesen (2010) determined that some dimensions express tendencies close to each other and arranged
the scale as 6 dimensions and 24 question items.

Prescriptive Tendency; 1, 2, 18, 23.

Hierarchy Tendency; 10, 11, 19, 20.

Clan Tendency; 3, 12, 21, 24.

Supportive Tendency; 4, 5, 13, 14.

Development Tendency; 6, 7, 15, 16.

ARG e

Openness Tendency; 8, 9, 17, 22.

In the study conducted by Sesen (2010), the reliability values of the dimensions were determined as 70, 77, 79,
83, and 71, respectively.

In the third part of the questionnaire, there are 33 statements to measure the motivation levels of the employees.
In this part of the questionnaire, the "Motivation Scale" developed by Ince (2003) and validated by the same
researcher was taken from Inceoglu's (2018) master's thesis and used. For the use of the scale, ince (2003) and
Inceoglu (2018) could not be reached, and permission was requested from Inceoglu's thesis advisor, provided that
necessary citations were made. The motivation scale was evaluated within the scope of four dimensions.

1. Interest; 2, 8, 11, 14, 16, 19, 21, 23, 26, 27.
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2. Communication; 6, 9, 10, 15, 17, 22, 28, 30.

3. Trust; 1,3,4,7,12, 18, 24, 31, 32.
4. Satisfaction; 5, 13, 20, 25, 29, 33.

Items 3, 7, 12, 15, 19, 22, 26, 29, 31 in the scale have negative expressions and require reverse scoring.

The scales were translated into Persian in accordance with the original and used in this way. Participants were
asked to indicate their level of agreement for each statement on a 5-point Likert-type scale. The scale was coded
as “Strongly Disagree-1”, “Disagree-2”, “Undecided-3”, “Agree-4”, “Strongly Agree-5” and was evaluated
between 1-5.

In order to check whether the questionnaire was understood by the subjects, it was pre-tested by applying it to 20
lecturers at public and private universities in Afghanistan's Tahar province. After the necessary corrections were
made, the questionnaire was given its final form.

Questionnaires within the scope of the research were carried out by the researcher through face-to-face interviews
and e-mail. Questionnaire forms were distributed to 400 public employees who were examined as a sample group,
and a total of 310 questionnaires, which were assumed to be answered completely, were evaluated. The return rate
of the questionnaires was calculated as 77,5%.

4. FINDINGS

SPSS 25.0, a ready-made statistical package program, was used for the analysis of the data obtained by the survey
method. Frequency Analysis on demographic characteristics and Normality test were used to examine whether the
data showed a normal distribution. Descriptive Statistical Analysis and Correlation Analysis for organizational
culture and its sub-dimensions and Motivation sub-dimensions were used. Regression Analysis was used to
determine the effect of organizational culture on motivation and t-Test was used to examine whether there is a
difference in organizational culture and motivation perceptions according to the country variable. The findings
obtained as a result of the analysis were interpreted in accordance with the purpose of the research.

4.1. Reliability Analysis Findings

The Cronbach's alpha coefficient ranged from 0 to 1, and according to the evaluation criteria, it was stated that “if
0.00 < 0.40 the scale is unreliable, if 0.40 < 0.60 the scale has low reliability, if 0.60 < 0.80 the scale is highly
reliable and if 0.80 < 1.00 the scale is highly reliable”. (Tavsancil, 2005). According to the results of reliability
analysis, reliability is high in Organizational Culture and Motivation scales.

Table 1. Results of Organizational Culture Reliability Analysis

Dimensions Cronbach's Alfa Item Count
Prescriptive Tendency 0.732 4
Clan Trend 0.668 4
Supporting Tendency 0.796 4
Development Tendency 0.813 4
Openness Tendency 0.716 4
Hierarchy Tendency 0.733 4
Organization culture 0.892 24

As seen in Table 1, reliability analysis was made for the Organizational Culture Scale in this study, and the
Cronbach alpha (o) internal consistency coefficient was found to be 0.892 for the organizational culture scale. In
this sense, it has been seen that the scale has a high level of reliability. However, in the reliability analysis
conducted for the organizational culture scale sub-dimensions, it was determined that the Cronbach alpha (o)
internal consistency coefficient was 0.732 for Prescriptive Tendency, 0.668 for Clan Tendency, 0.796 for
Supportive Tendency, 0.813 for Development Tendency, 0.716 for Openness Tendency, and 0.733 for Hierarchy
Tendency has been done.
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Table 2. Results of Motivation Scale Reliability Analysis

Dimensions Cronbach's Alfa Item Count
Interest 0.630 10
Communication 0.739 8
Confidence 0.824

Satisfaction 0.793 6
Motivation 0.901 33

As seen in Table 2, the Cronbach alpha reliability coefficients for the Motivation Scale were calculated as 0.630
for the Concern dimension, 0.739 for the Communication dimension, 0.824 for the Confidence dimension, and
0.793 for the Satisfaction dimension. In this study, reliability analyzes were made for the Motivation Scale and the
Cronbach's alpha (o) internal consistency coefficient was found to be 0.901 for the motivation scale.

4.2. Demographic Caracteristics of Individuals

The demographic characteristics of the Turkish and Afghan participants (gender, age, marital status, education
level, position, work experience and working time in the institution) are given in Table 3.

Table 3. Demographic Characteristics of Individuals

Turkish Participants Participants from Afghanistan
Gender N % Gender N %
Man 89 57.6 Man 119 76.7
Woman 65 424 Woman 37 233
Age N % Age N %
Under 25 2 1.3 Under 25 47 29.7
26-30 15 9.6 26-30 47 29.7
30-35 34 21.8 30-35 32 20.3
36-40 43 27.6 36-40 14 8.9
40-50 46 29.8 40-50 8 5.6
Over 50 14 9.9 Over 50 8 5.6
Marital status N % Marital status N %
Married 113 72.4 Married 95 60.1
Unmarried 27 18.3 Unmarried 56 354
Divorced/Widowed 14 9.3 Divorced/Widowed 5 4.5
Education level N % Education level N %
Primary school 1 0.6 Primary school 5 32
Middle School 12 7.7 Middle School 2 1.3
High school 16 10.6 High school 7 4.4
Associate degree 21 13.7 Associate degree 10 6.3
Licence 79 50.7 Licence 118 74.7
Postgraduate 26 16.7 Postgraduate 16 10.1
Position N % Position N %
Employee 138 89.4 Employee 128 82.3
Manager 16 10.6 Manager 28 17.7
Experience N % Work experience N %
Under 5 years 18 11.5 Under S years 71 44.9
5-10 44 28.2 5-10 54 342
11-15 16 10.3 11-15 17 11.8
15-20 13 8.3 15-20 4 2.6
Over 20 63 41.7 Over 20 10 6.5
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Turkish Participants Participants from Afghanistan
Working period in the institution N % Working period in the institution N %
Under 5 years 37 23.7 Under 5 years 92 58.8
5-10 59 37.8 5-10 54 342
11-15 15 9.8 11-15 17 11.8
15-20 19 12.5 15-20 4 2.6
Over 20 24 16.0 Over 20 10 6.5
Total (N) 154 Total (N) 156
Number of General Participants 310

As seen in Table 3, 57.6% of Turkish participants are male and 42.4% are female. The results showed that 29.8%
of respondents fell in the 40 to 50 age group, 27.2% of respondents were between 36 and 40 years old, 21.8% were
between 30 and 35 years old, and 9.9% were between 26 and 40 years old. It shows that he is between 30 years
old. Therefore, the results show that most of the Turkish respondents (58.9%) are young and between the ages of
20-39. Considering the marital status of the Turkish participants, 72.4% are married, 18.3% are single and 9.3%
are divorced. Overall, 50.7% of the Turks who answered the Questionnaire have a bachelor's degree, 16.7% have
a graduate degree, 13.7% have an associate degree, and 10.6% have a high school diploma. Looking at the position
status of the Turkish participants, 89.4% are employees and 10.6% are in managerial positions. Looking at their
work experience, 41.7% are over 20 years, 28.2% are between 5-10 years and 11.5% are under 5 years.

76.7% of the Afghan respondents are male and 23.3% are female. The results showed that 29.7% of the participants
fell into the under 25 age group, 29.7% were between the ages of 26 and 30, 20.3% were between the ages of 30
and 35, and 8.9% were between the ages of 36 and 40. shows that between Thus, the results show that most of the
Afghan respondents (88.6%) are young and between the ages of 20 and 40. Considering the marital status of the
Afghan respondents, 60.1% are married, 35.4% are single and 4.5% are divorced. Overall, 74.7% of the Afghan
respondents who answered the Questionnaire have a bachelor's degree, 10.1% have a postgraduate degree, 6.3%
have at least an associate degree, and 4.4% have a high school diploma. Considering the results of the positions of
the participants from Afghanistan, 82.3% are employees and 17.7% are in managerial positions. Looking at their
work experience, 44.9% are under 5 years, 34.2% are between 5-10 years and 11.8% are in the age group of 11-
15 years.

4.3. Normality Results

Normality test was conducted for organizational culture and motivation scales. Skewness and Kurtosis were
calculated as the range of -1, +1 to determine normality.

Table 4. Normality Results

Scales Skewness Kurtosis
Prescriptive Tendency -0.03 -0.70
Clan Trend -0.05 -0.75
Supporting Tendency -0.05 -0.78
Development Tendency -0.07 -0.80
Openness Tendency 0.16 -0.79
Hierarchy Tendency -0.44 -0.42
Organization culture -0.06 -0.48
Interest 0.03 0.00
Communication -0.26 -0.32
Confidence -0.17 -0.50
Satisfaction -0.57 -0.44
Motivation -0.03 -0.28
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As seen in Table 4, Skewness-Kurtosis coefficients were used to determine the normality of organizational culture

and motivation dimensions. coefficients -1; It is in the +1 range. Accordingly, the normal distribution was provided
for Organizational Culture and Motivation sub-dimensions.

4.4. Descriptive Statistics Analysis Results

Analyzes were made by taking the arithmetic averages separately and integratedly for a total of 24 items and six
dimensions in the organizational culture scale, which is the independent variable of the research. Motivation
variable, which is the dependent variable, was analyzed by taking arithmetic averages as 33 items and four
dimensions, again integrated separately. While the calculations were made, the lowest score was 5 (Five) and the
highest score was 20 (Twenty), scoring was based on these criteria.

Table 5. Descriptive Statistics of Organizational Culture and its Sub-Dimensions

Culture Type Mean Standard Deviation Minimum Maximum
Prescriptive Tendency 12.37 3.60 5 20
Clan Trend 11.56 3.68 4 20
Supporting Tendency 11.50 3.84 4 20
Development Tendency 11.65 3.99 4 20
Openness Tendency 10.89 3.63 4 20
Hierarchy Tendency 13.38 3.74 4 20
Organization culture 71.35 16.01 33 114

According to Table 5, the averages and standard deviations of 6 organizational culture types were calculated in
order to determine the culture type that is generally dominant among the employees in public institutions, and
these results are shown in Table 5. It has been understood that there is a widespread Culture "Hierarchy Tendency"
(M: 13.38) among the employees of the public institution. The Types of Hierarchy Tendency Culture are followed
by “Rule-Oriented Tendency”, “Development Tendency”, “Clan Tendency”, “Supporting Tendency” and
“Openness Tendency” types, respectively.

Table 6. Descriptive Statistics of Motivation and its Sub-Dimensions

Types of Motivation Mean Standard Deviation Minimum Maximum
Interest 32.05 6.30 15 48
Communication 24.22 6.20 8 38
Confidence 27.53 7.31 11 45
Satisfaction 20.15 5.36 7 30
Motivation 175.30 31.71 99 260

According to Table 6, when the averages of the motivation sub-dimensions of the employees of public institutions
are examined, it is seen that the "Interest Dimension" (Average: 32.05) is in the first place, followed by the "Trust
Dimension", "Communication Dimension" and "Satisfaction" dimensions, respectively.

4.5. Correlation Analysis Results

Pearson correlations were calculated to determine the relationships between the variables. According to Kalayci
(2010), correlation coefficients should be evaluated based on the ranges shown in Table 7.
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Table 7. The Relationship between Organizational Culture and Motivation Scale Scores

Dimensions Interest Communication Trust Satisfaction Motivation
Prescriptive Tendency r 0.032 0.048 0.199* 0.025 0.305™
p 0.581 0.397 0.000 0.656 0.000
Clan Trend r 0.322* 0.269™ 0.417* 0.223* 0.631*
p 0.000 0.000 0.000 0.000 0.000
Supporting Tendency r 0.398" 0.361™ 0.438" 0.348™ 0.731™
p 0.000 0.000 0.000 0.000 0.000
Development Tendency r 0.406™ 0.341* 0.467"" 0.296™ 0.719™
p 0.000 0.000 0.000 0.000 0.000
Openness Tendency r 0.271* 0.273* 0.352* 0.282" 0.627"
p 0.000 0.000 0.000 0.000 0.000
Hierarchy Tendency r 0.123" 0.218" 0.235™ 0.130" 0.448™
p 0.030 0.000 0.000 0.022 0.000
Organization culture r 0.368™ 0.357* 0.497* 0.309™" 0.815™
p 0.000 0.000 0.000 0.000 0.000

**p<0.01, *p<0.05 significant relationship, p>0.05 no significant relationship, Correlation coefficient power levels; 0<r<0.299 weak,
0.300<r<0.599 moderate, 0.600<r<0.799 strong, 0.800<r<0.999 very strong; Pearson Correlation

As seen in Table 7, as a result of the analysis, a positive and statistically significant relationship was found between
the Organizational Culture score and the Motivation score (p<0.05).

While there was a positive and statistically significant relationship between the sub-dimension of organizational
culture, the score of “Normalism Tendency” and only the Trust score, which is one of the motivation sub-
dimensions (p<0.05); There was no significant relationship between the "Tenthality of Rulemaking" score and the
scores of interest, communication and satisfaction.

There is a positive, statistically significant relationship between the sub-dimension of organizational culture, the
"Clan Tendency" score and the motivation sub-dimensions, Interest, Communication, Trust, and Satisfaction
scores (p<0.05).

There is a positive and statistically significant relationship between the sub-dimension of organizational culture,
the “Supporting Tendency” score and the motivation sub-dimensions of Interest, Communication, Trust, and
Satisfaction (p<0.05).

There is a positive and statistically significant relationship between the scores of the sub-dimension of
organizational culture, “Propensity for Development” and the sub-dimensions of motivation, Interest,
Communication, Trust, and Satisfaction (p<0.05).

There is a positive and statistically significant relationship between the scores of the sub-dimension of
organizational culture, “Openness Tendency” and the sub-dimensions of motivation, Interest, Communication,
Trust, and Satisfaction (p<0.05). It can be said that the Hle hypothesis was accepted within the scope of this
finding.

There is a positive, statistically significant relationship between the sub-dimension of organizational culture, the
“Hierarchy Tendency” score and the motivation sub-dimensions, Interest, Communication, Trust, and Satisfaction
scores (p<0.05).

4.6. Regression Analysis Findings

Regression analysis was conducted to measure the effect of organizational culture on motivation. In this context,
organizational culture was taken as the independent variable (X) and the motivation variable as the dependent
variable (Y). The regression analysis results regarding the motivation of the employees of the organizational
culture are given in Table 8 (*p<0.05 significant effect, p>0.05 no significant effect; Regression test).
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Table 8. The Effect of Organizational Culture on Motivation

Dimentions Coefficient Significance Model Significance
Prescriptive Tendency -0.051 -0.940 0.348
Clan Trend 0.111 1.634 0.103
Supporting Tendency 0.232 2.830 0.005%*
Interest 12.815* 0.202
Development Tendency 0.269 3.319 0.001*
Openness Tendency -0.103 -1.377 0.170
Hierarchy Tendency -0.042 -0.726 0.468
Prescriptive Tendency -0.062 -1.093 0.275
Clan Trend 0.043 0.617 0.537
L Supporting Tendency 0.213 2.528 0.012*
Communication 9.300* 0.156
Development Tendency 0.137 1.638 0.102
Openness Tendency 0.003 0.040 0.968
Hierarchy Tendency 0.103 1.725 0.086
Prescriptive Tendency 0.093 1.773 0.077
Clan Trend 0.181 2.791 0.006*
Supporting Tendency 0.131 1.675 0.095
Trust 18.799%* 0.271
Development Tendency 0.276 3.567 0.000*
Openness Tendency -0.039 -0.541 0.589
Hierarchy Tendency 0.018 0.332 0.740
Prescriptive Tendency -0.059 -1.029 0.304
Clan Trend -0.007 -0.103 0.918
) . Supporting Tendency 0.262 3.058 0.002*
Satisfaction 7.628%* 0.131
Development Tendency 0.065 0.765 0.445
Openness Tendency 0.077 0.986 0.325
Hierarchy Tendency 0.019 0.310 0.756
Motivation Organization Culture 0.815 24.682 0.000* 609.183 0.664

The model is statistically significant (p<0.05). Organizational Culture (f=0.815) It affects motivation positively
(p<0.05). Organizational Culture explains 66.4% of the variation in motivation.

The model is statistically significant (p<0.05). Supportive Tendency (=0.232) and Developmental Tendency
(B=0,269) dimensions positively affect the Relevance dimension (p<0.05). These variables explain 20.2% of the
variation in the dimension of interest.

The model is statistically significant (p<0.05). Supportive Tendency (p=0.213) dimension positively affects the
communication dimension (p<0.05). These variables explain 15,6% of the change in the communication
dimension.

The model is statistically significant (p<0.05). Clan Tendency (B=0.181) and Growth Tendency ($=0.276)
dimensions positively affect the Confidence dimension (p<0.05). These variables explain 27.1% of the change in
the confidence dimension.

The model is statistically significant (p<0.05). Supportive Tendency ($=0.262) dimension positively affects the
Satisfaction dimension (p<0.05). These variables explain 13.1% of the variation in the satisfaction dimension.

4.7. T-test Results of Organizational Culture and Motivation Scale Scores

T-test was conducted to measure the comparison of organizational culture and motivation scale scores by country.
Analysis results are given in Table 9.
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Table 9. Comparison of Organizational Culture Scale Scores by Country

Afghanistan Turkey
Mean Std. Dev. Mean Std. Dev. T P
Prescriptive Tendency 12.71 3.93 12.03 3.21 1.679 0.094
Clan Trend 12.32 3.56 10.80 3.67 3.696 0.000*
Supporting Tendency 11.43 4.22 11.57 3.44 -0.339 0.735
Development Tendency 11.89 3.94 11.42 4.04 1.039 0.300
Openness Tendency 11.34 3.89 10.44 3.30 2.204 0.028*
Hierarchy Tendency 12.60 4.26 14.17 2.95 -3.768 0.000*
Organization culture 72.28 18.42 70.43 13.18 1.021 0.308

*p<0.05 significant difference, p>0.05 no significant difference; t test

As seen in Table 9, there is a difference between the employees in Afghanistan and the employees in Turkey in
terms of Clan Tendency score (p<0.05). Employees in Afghanistan have a higher Clan Tendency level (12.32).

There is a difference between the employees in Afghanistan and the employees in Turkey in terms of Openness
Tendency score (p<0.05). Employees in Afghanistan have a higher Tendency to Openness (11.34).

There is a difference between the employees in Afghanistan and the employees in Turkey in terms of Hierarchy
Tendency score (p<0.05). The Hierarchy Tendency level of employees in Turkey is higher (14.17).

There is no difference between the employees in Afghanistan and the employees in Turkey in terms of Rulemaking
Tendency scores, Supportive Tendency score, Development Tendency score.

In addition, there is no statistical difference between the employees in Afghanistan and the employees in Turkey
in terms of Organizational Culture score.

Table 10. Comparison of Motivation Scale Scores by Country

Afghanistan Turkey
Mean Std. Dev. Mean Std. Dev. T P
Interest 32.65 6.37 31.45 6.20 1.691 0.092
Commuication 23.26 6.67 25.17 5.56 -2.729 0.007*
Trust 28.43 7.19 26.63 7.35 2.187 0.029*
Satisfaction 19.74 5.54 20.57 5.15 -1.380 0.169
Motivation 176.37 35.65 174.24 27.27 0.590 0.555

*p<0.05 significant difference, p>0.05 no significant difference; t test

As seen in Table 10, there is no statistically significant difference between the employees in Afghanistan and those
in Turkey in terms of Relevance scores (p>0.05).

There is a difference between the employees in Afghanistan and the employees in Turkey in terms of
Communication score (p<0.05). Communication level of employees in Turkey is higher (25.17).

There is a difference in Trust score between employees in Afghanistan and those in Turkey (p<0.05). Trust level
of employees in Afghanistan is higher (28.43).

There is no statistical difference between the employees in Afghanistan and the employees in Turkey in terms of
satisfaction score (p>0.05).

In addition, there is no statistically significant difference between the employees in Afghanistan and the employees
in Turkey in terms of motivation score (p>0.05).

4.8. Hypothesis Results

The results regarding the supported/rejected status of the research hypotheses are given in Table 11.
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Table 11. Hypothesis Test Table

H1 There is a positive and significant relationship between organizational culture and personnel  Supported
motivation.

e Hla There is a positive and significant relationship between the normative tendency sub-dimension of  Rejected
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

e HIlb There is a positive and significant relationship between the clan tendency sub-dimension of  Supported
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

e Hlc There is a positive and significant relationship between the supportive tendency sub-dimension of ~ Supported
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

e HIld Thereisapositive and significant relationship between organizational culture's development tendency ~ Supported
sub-dimension and motivation sub-dimensions (interest, communication, trust, satisfaction).

e Hle There is a positive and significant relationship between the openness tendency sub-dimension of  Supported
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

e HIf There is a positive and significant relationship between the hierarchy tendency sub-dimension of  Supported
organizational culture and motivation sub-dimensions (interest, communication, trust, satisfaction).

H2 Perception of organizational culture has a positive and significant effect on personnel motivation. Supported

e H2a The normative tendency sub-dimension of organizational culture affects the motivation level Supported
positively and significantly.

e H2b The clan tendency sub-dimension of organizational culture affects the motivation level positively and ~ Supported
significantly.

e H2c The supportive tendency of the organizational culture sub-dimension affects the motivation level — Supported
positively and significantly.

e H2d The sub-dimension of organizational culture's tendency to develop affects the motivation level  Supported
positively and significantly.

e H2e The opennesstendency sub-dimension of organizational culture affects the motivation level positively ~ Supported
and significantly.

e H2f The hierarchy tendency sub-dimension of organizational culture affects the motivation level Supported
positively and significantly.

H3 There is a significant difference in the perception of organizational culture according to the country ~ Rejected
variable.
H4 There is a significant difference in the perception of motivation according to the country variable. Rejectied

5. DISCUSSION, CONCLUSION AND RECOMMENDATIONS

The most distinctive features of organizational culture are the sharing of values and the structuring of intra-
organizational experiences. In order for a new employee to be accepted as an individual in the organization, he or
she must know the organizational culture. The culture of an organization can be defined rationally and visually by
different means. Rational means; the technology used can be exemplified by designs such as organizational
structure, planning, and control systems. Visual tools are; organizational jargon, behavior patterns, ceremonies,
success stories, clothing can be exemplified.

Undoubtedly, one of the most important features that distinguishes organizations from each other is cultures.
Organizational culture can be defined as shared beliefs, values and habitual behavior patterns created within an
organization. Organizational culture consists of both symbols, slogans, stories, jargon ceremonies, which are
observable from the outside, and abstract components such as values, beliefs, assumptions and norms. A healthy
organizational culture can be used as a tool to increase productivity and quality within the organization.

In this section, the findings obtained as a result of the analysis of the research on similar topics are discussed and
the findings of the studies on organizational culture and motivation are compared.

When the literature is examined, it is seen that there are studies that support some of the results of this study and
some that are inconsistent with others.

In the study conducted by Cakir (2019), as a result of the analysis, it was seen that the average of the questions
determining the supportive culture of the employees in an organization where the research was conducted was
higher. In addition, it has been seen that understanding the success culture of the employees is equivalent to
understanding the support culture and the lowest belongs to the power culture.
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When evaluating the relationship level of working mothers' organizational cultures with motivation and intention
to leave, it is seen that there is a negative and significant relationship between power culture and success, support,
hierarchy culture and motivation, and a positive and significant relationship between intention to leave.
Accordingly, it has been argued that the increase in working mothers' perceptions of power culture (such as
increased laws, penal systems, management pressure and suicide structure) may negatively affect their perceptions
of organizational success, support and hierarchical culture, thus decreasing motivation of working mothers and
increasing their intention to leave. In short, increasing mothers' understanding of a power culture decreases their
understanding of a culture of support, hierarchy, and achievement and increases their desire to leave. According
to the results of this study, it was seen in both studies that there was a significant difference in the dimension of

organizational culture in public institutions, and that there was no significant difference in all dimensions in the
motivation scale.

In the study conducted by Tan (2019), when the reactions of public employees were evaluated in general, it was
seen that their internal and external motivations were very high, and their perceptions of adaptation to
organizational culture were very low.

When the linear relations between the sub-dimensions of the research variables were evaluated in general, it was
seen that the most prominent relations were between the harmony and insight sub-dimensions of organizational
culture of organizational justice and the sub-dimensions of transactional, interaction and distributive justice of
organizational justice.

As a result of the researches on causal relationships, it has been understood that the intrinsic motivation of public
employees is largely determined by the vision dimension of the organizational culture. Accordingly, strategic
management, organizational goals and organizational culture missions, namely the vision dimension, are positive
determinants of intrinsic motivation. The findings of this study show that perception, participation and visual
culture are positive determinants of extrinsic motivation. In other words, organizational culture, teamwork,
personnel training and development, organizational goals and missions increase the external motivation of public
employees. When we compare the results obtained from this study, the type of organizational culture they perceive
in public institutions in the dimension of organizational culture emerges as vision. In our study, it was determined
as a hierarchy type. According to this presentation, it was seen in both studies that there was a significant difference
in organizational culture types, and an internal similarly positive difference in the motivation scale.

The application of the research was carried out on administrative personnel working in public institutions in Turkey
and Afghanistan, and data were collected through a structured questionnaire in line with the research hypotheses.
The questionnaire includes scales (Organizational Culture Scale and Motivation Scale) prepared to measure the
variables in the research hypotheses. The reliability and validity of the scales were tested. It has been determined
that the scales used in the research have a high level of reliability

The findings obtained according to the results of the research are as follows:

The organizational culture perceptions and motivation level of the sample group do not differ according to gender,
job position or marital status. In this context, the organizational culture perceived by the administrative staff in the
institutions they work in was determined as the hierarchy tendency through the answers given to the Organizational
culture scale. This is followed by the prescriptive tendency, the developmental tendency, the clan tendency, the
supportive tendency, and the openness tendency, respectively. It can only be said that the averages of the following
culture tendency are quite close to each other.

With the answers given to the motivation scale, the motivation dimensions of the administrative staff were
determined. After examining the relationships between them, the following results emerged. It has been
determined that the motivation dimension of interest is strong in public institutions. It is seen that this is followed
by the dimensions of Trust, Communication and Satisfaction, respectively.

Organizational culture highly affects the motivation level of the sample group, although 66,4% of it is statistically
significant, it is seen that organizational culture affects the motivation of employees in public institutions at a high
level. When we look at the relationship between the normative tendency and the sub-dimensions of motivation, it
is not seen that it has a significant relationship with the dimension of interest and communication at a medium
level, with the dimension of trust very weakly and with the dimension of satisfaction at a strong level. When the
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relations of clan tendency with the sub-dimensions of motivation are examined, it is seen that it has a low relation
with Interest, and its relation with Trust, Communication and Satisfaction is statistically significant.

When the relations of the supportive disposition with the sub-dimensions of motivation are examined, it is seen
that it has a moderate relationship with the dimension of Interest, Trust, Communication and Satisfaction. When
the relations of development tendency with motivation sub-dimensions are examined, it is seen that it has a
moderate relation with the dimensions of Trust, Interest, Communication, and its relation with satisfaction is not
statistically significant. When the relationship of openness tendency with motivation sub-dimensions is examined,
it is seen that it has a moderate relationship with Interest, Satisfaction, Communication and a low relationship with
trust. It is seen that the hierarchy tendency has a significant but very weak relationship with the motivation sub-
dimensions Trust, Interest, Satisfaction and Communication. When the perceptions of organizational culture and
personnel motivation among employees in public institutions in Turkey and Afghanistan are compared, the results
obtained can be summarized as follows.

As aresult of the analysis, there is a difference between the employees in Afghanistan and the employees in Turkey
in terms of Organizational Culture dimensions. According to the results obtained, the clan tendency, normative
tendency, development tendency and openness tendency of the employees in Afghanistan are higher than the
employees in Turkey, and there is a difference between the employees in Afghanistan and the employees in Turkey
in terms of Organizational Culture score. Supportive Tendency and Hierarchy Tendency level of employees in
Turkey are higher than those in Afghanistan. There is no difference between the employees in Afghanistan and
the employees in Turkey in terms of Organizational Culture score.

There is a difference between the employees in Afghanistan and those in Turkey in terms of communication and
trust scores. The communication level of the employees in Turkey and the level of trust of the employees in
Afghanistan are higher. There is no difference between the employees in Afghanistan and the employees in Turkey
in terms of Interest and Satisfaction scores. However, the level of Interest and Satisfaction of the employees in
Turkey is higher. There is no difference between the employees in Afghanistan and the employees in Turkey in
terms of motivation score. As a result, it can be said that there is no statistically significant difference in terms of
organizational culture and motivation level of public employees in Afghanistan and public employees in Turkey.

On the other hand, when the analysis of the organizational culture's influence on motivation at a high level is made
over the sub-dimensions, it is clearly seen that the normative tendency has a low effect on the motivation of the
employees, but clearly separates it from other dimensions and has an effect on the motivation of the employees.
Clan, supportive, development and openness tendencies seem to have a high effect on the motivation of the
employees.

This study is a research study in which results are reached by conducting a survey on the mentioned employees in
order to reveal the relationship between organizational culture and employee motivation of public employees in
Turkey and Afghanistan. It is seen that there is a significant and positive interaction between the variables in
general of these studies in which close studies were conducted in terms of the variables of the research in other
sectors. As a result of the findings reached in the research, suggestions can be made as follows:

e By expanding the research, it can be done on all employees in the public and private sectors.

e Administrative factors of employees' organizational culture perception can be investigated.

e Other factors affecting the motivation of the employees (organizational climate, organizational citizenship,
etc.) can be investigated and compared with the organizational culture.

e The same study can be done in different institutions with different questionnaires for different purposes.

e In order to increase the motivation level of the employees, especially the sub-dimensions of the culture should
be examined, the corporate management can deepen their research in this direction, and the reasons why the
normative and hierarchy dimensions have a low or no effect on motivation can be investigated. By determining
the reasons for the low perception of these dimensions by the employees, these sub-dimensions of culture can
be made more dominant on the employees.

Based on the findings obtained in this study, the reasons for the lack of a significant difference in organizational
culture and motivation perception between public employees in two different countries can be investigated, and
new windows can be opened in terms of organizational culture in future research. By making comparisons with
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previous studies in this field, different perspectives can be gained to new hypotheses that will be the subject of
research through differences. Conducting more extensive research on these two variables, which are directly
related to the performance of the employees, can make significant contributions to the literature.
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