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Abstract. There are many factors that motivate employees in an enterprise.
The main thing is to be able to provide these factors. Therefore, in this research,
organizational culture is considered as one of the factors that affect motivation.
In other words, this work aims to determine how organizational culture affects
employee motivation. In this way, by connecting the two elements, the main theme
of the study emerges. A review of the published literature on this research topic
was conducted and although it was known during the review that many studies
have been conducted related to organizations, organizational structure, motivation,
organizational structure and motivation, during the screening it was observed
that no studies have been conducted on the impact of employee motivation on
organizational culture. The purpose of this research work prepared in this context
is to determine the relationship between the organizational culture of an enterprise
and the motivation levels of employees. In other words, the research work aims to
determine the relationship between the organizational culture of an enterprise and
the motivation levels of employees. To achieve this goal, it was necessary to collect
the necessary data using effective methods and conduct statistical analysis on this
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data. A survey of employees of enterprises working in the food industry was used
to collect the necessary data. The SPSS 17 statistical program was used to analyze
the data collected through the survey and find solutions to the research questions. In
particular, cross-table analysis, frequency distribution analysis, reliability analysis,
correlation analysis, regression analysis, T test and Anova analysis were performed
within this program. As a result of the research, it was found that there is a positive
and moderate relationship between the organizational culture and the motivation
levels of employees. In addition, it was found that organizational culture affects
employee motivation to a certain extent and that there are other factors that affect
this situation.

Keywords: organizational culture, motivation, employee, organization,
organizational structure, statistical analysis, relationship.
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Annotauus. bip KocinopbIHIaFel KbI3METKEPIIEP/Ii bIHTAIAHABIPAThIH KOTITEreH
¢axTopnap Oap. Ex GacTbichl — ocbl (pakTOprmapAbl KaMTamackl3 eTe Oily Kepek.
CoHOpIKTaH OyJ1 3epTTey KYMBICBIHAA YHBIMABIK MOICHUET, MOTHBALUSIFA dCep
eTeTiH QaxropnapiabslH Oipi peTiHIe KapacTelpbliansl. backama aiTkanma, Oy
KYMBIC YHBIMABIK MOICHHMETTIH KbI3METKEpJIEpIiH MOTHBAIMACHIHA Kanaid acep
STeTIHJIITIH aHbIKTayFa OarbITTanaabl. OchlIaiiia eki 3JIeMEHTTI OalIaHbBICTBIPY
apKbUIBI 3epPTTEYIiH HEri3ri TakbIpplObl maiiga Oonmanel. byn 3eprTey TakbIpbIObI
OolibIHIIA KapHUsAJaHFaH oeOueTTepre MIONY Kacajlbl JKOHE MOy OapbIChIHAA
yiibIMaapMeH, YHbIMAAPIbIH KYPbUIBIMBIMEH, MOTHBALUSIMEH, YIBIMIACTBIPY IIBUIBIK
KYpBUIBIMBIMEH OaiJlaHbICTBl KONTEereH 3epTTeyiep JKypri3iireHairi Oenrini
OoJsica 1a, CKPUHUHT OapbhICHIHIA KbI3METKEpIEepAiH MOTHBALUSCHIHBIH YHBIMIIBIK
MOJICHHETKE ocepl Typalbl eIIKaHAald 3epTTey KypriziiMereHairi Oaikanmbl.
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Ocpbl TyprblIa AalibIHAANFaH OYJl 3epTTEy KYMBICBIHBIH MaKCaThl —KCIOPHIHHBIH
YHUBIMIBIK MOJCHHUETI MEH KbI3METKEepJIepAiH MOTHBALMS JICHIeHepi apachlHAaFbl
OaiimaHpICTBl aHBIKTAy. backama aiTKaHaa 3epTTey >KYMBICHI Oip KOCIMOPBIHIAFHI
YUBIMIBIK MOACHHUET MEeH KbI3METKEpJIEepAiH MOTHBALMS JACHICHIIepi apachlHAAFbl
OaiimaHpIcThl aHBIKTayFa OarbiTTanFad. OcChbl MakcaTKa JKeTy YLIH KaKeTTi
JepeKTepli TUIMAL 91iCTEPMEH JKMHAY JKOHE OJ1 IepeKTep OONBIHIIA CTATHCTHKAIIBIK
Tangay >kacay MiHAeTTi 6ombin TaObuAbl. KaxkeTTi AepekTepal )KuHay YIIiH Tamak
OHEPKACIOIH/E )KYMBIC ICTEHTIH KOCIMOPBIH KbI3METKEpJIepiHe KaThICThl cayalHaMma
Konganeabl. CayanHama apKbUIbl JKHHAlNFaH MONIMETTEpAl Tajjay >KoHe
3eprTeyae KOMbUIFaH cypakTapiblH memimMin Tady ymin SPSS 17 craTucThkanbik
OarapiiaMacel KOJIAaHBUIIBL. ATall aiiTKaH a, 0yJ1 OaFaapiaMaHbIH 1IIiHETi Kpocc-
kectrenik Tangay (Cross Table Analysis), xuinikTiH TapanysiH Tangay (Frequency
Distribution Analysis), cenimainikTi Tannay (Reliability Analysis), KOppensusuIbIK
tangay (Correlation Analysis), perpeccusuisik Tanaay (Regression Analysis), T Tecti
(T Test) >xone AnoBa Tannaysl (Anova Analysis) ’acansl. 3epTTey HOTHKECIHAE
YUBIMIBIK MOJCHHET TIEH KbI3METKEpJIEepIiH MOTHBALUS JACHIEiIepi apachlHaa OH
KOHE opTama Adpexkene Oaimanpic Oap ekeHniri aHbIKTanabl. COHbIMEH Katap,
KBI3METKEPJICPIiH MOTHBAIMACHIHA Oenriii Oip Jopexkene YUbIMIBIK MOJACHUCTTIH
ocep eTETIHAIr JKOHE OChI XKaFaaliFa ocep eTeTiH Oacka na QakroprnapablH Oap
E€KEH/II aHBIKTaIIbI.
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AHHOTaALHA. CYI.LIGCTByeT MHOXECTBO (baKTOpOB, MOTHUBUPYIOIINUX COTPYAHNKOB
koMnanuy. CaMoe INIaBHOE€ — HMETh BO3MOXKHOCTD npeaoOCTaBUTL 3TU (baKTOpLI.
HOBTOMy B JaHHOM HUCCIICAOBAHWU OPraHU3AlMOHHAA KYJIbTypa pacCMaTrpuBacTCA
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Kak OofMH M3 (PaKTOpOB, BIMSIOIIMX HAa MOTHBaUUIO. [[pyrHMu cIOBaMH, AaHHAs
pabora HampaBieHa Ha OMNpPEAEJICHHWE TOTO, KaK OpraHU3alMOHHAs KYJIbTypa
BIMACT HAa MOTHBALMIO COTPYOHHKOB. Takum o00pa3oM, MyTeM COCAMHEHHS
IBYX OSJIEMEHTOB BO3HHMKACT OCHOBHAs TeMa MCCIEAOBaHUSA. b1 mpoBeneH
0030p OmyONMKOBAaHHOHM JUTEpaTypsl MO AAHHOW TeMe HCCICHOBAHHS, M XOTA
ObUI0 OOHApy)KeHO, YTO CYIIECTBYET MHOXECTBO HCCIIEIOBAHUM, CBS3aHHBIX
C OpraHu3auusMH, OpPraHW3alMOHHON CTPYKTYpOH, MOTHBalMed, BO BpeMs
CKpPMHHUHTa OBLJIO OTMEYEHO, YTO HE OBUIO MPOBEIEHO HHU OJAHOTO HCCIECHOBAHHS
O BIMSHHM MOTHBAllMM COTPYIHHKOB Ha OPTraHM3alMOHHYIO KynbTypy. Llembio
JaHHOW MCCIIe0BATEIbCKON Pa0OTHI, MOATOTOBIEHHON B 3TOM KOHTEKCTE, SIBIISETCS
OTIpeeNICHHE B3aWMOCBS3H MEXKIy OPraHM3alMOHHON KYJIBTYPOH NpennpusiTHs
U YPOBHSAMH MOTHBAalUM COTPYAHUKOB. JIpyrumu cioBaMu, HCCleIOBaHUE
HalpaBJCHO Ha BBIABICHUE B3aUMOCBS3U MEXIY OPraHHW3alMOHHON KyIbTypoH H
YPOBHEM MOTHBALIMU COTPYAHUKOB Ha KOHKPETHOM IPENNIpUsATHH. 151 TOCTHKEHHS
9TOH 1enu HeoOXOOMMO OBLIO cOOpaTh HEOOXOAUMEBIE AaHHBIE C UCIOIb30BaHUEM
3G PEKTUBHBIX METOJOB M MPOBECTU CTATUCTHYECCKHN aHaIM3 ATHX AaHHBIX. J{ms
cbopa HEOOXOAMMBIX JaHHBIX OBLI MPOBEACH ONPOC PAOOTHUKOB MPEANPUSTHHA
MUILEBON MPOMBIIITICHHOCTH. J{Isl aHalu3a JaHHBIX, COOpaHHBIX B XOZE OIpoca,
U TIOMCKa OTBETOB Ha BOMPOCHI MCCICAOBAHUS HCIOJIB30BAJIAch CTATUCTHYECKAs
nporpamma SPSS 17. B yacTHOCTH, 3Ta MporpamMMa BKITIOUaeT B ce0sl IePEKPECTHBIN
anaym3 Tabmui (Cross Table Analysis), ananu3 pacnpeznenenus 4actot (Frequency
Distribution Analysis), ananu3 nagexunocts (Reliability Analysis), koppensoHHbIH
ananmu3 (Correlation Analysis), perpeccuonssiii ananu3 (Regression Analysis),
T tect (T Test) u mucnepcuonHblidi aHanmu3 (Anova Analysis) ObUIH BBITOJHEHBI.
HccnenoBanue mokasano, 4TO CYIIECTBYET IMOJOXKHUTEIbHAs U yMEpeHHas CBS3b
MEXIy OpraHU3allMOHHOM KyJIbTypOH U YPOBHEM MOTHBALMH COTPYAHHKOB. Kpome
TOTO, OBUIO YCTAHOBJIEHO, YTO MOTHBAIHMS COTPYIHUKOB B ONPEICICHHON CTEIECHH
3aBUCUT OT OPraHM3allMOHHOW KYIBTYpBI, a TaKK€ YTO CYIIECTBYIOT U Jpyrue
(haKTOpBI, BIUSIONINE HA 3Ty CUTYaLUIO.

KiioueBble cji0Ba: opraHu3anyoHHAs KylbTypa, MOTHBallsl, COTPYIHUK,
OpraHu3alys, OpraHu3aloOHHas CTPYKTYpa, CTATHCTUYECKUH aHaIN3, OTHOILCHHSL.

Introduction. The changing and developing world situation has led to the
emergence of various theories about the relationship between organizational
culture and motivation. While in the pre-globalization period, it was believed that
a person has only a material connection with the organization, with the increase in
globalization, it has been discovered that a person has an emotional connection to
the organization beyond the physical dimension, and the main focus has been on
studying the emotional connection of this person to the organization (Grojean, et al.,
2004). Many studies have been conducted and theories have been developed in this
direction.

In the understanding of modern management, sustainable competitive advantage
is called one of the main elements of strategic planning. It is directly related to the
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competitiveness, efficiency and productivity of the enterprise (Sanchez-Béez et al.,
2020). Therefore, in order for the enterprise to operate effectively and productively
and achieve its goals, employees must also perform their work effectively and
qualitatively. For this, the employee must be motivated.

A person’s motivation must be provided both from within the person and from the
company (externally). And the power to provide this two-way (internal and external)
motivation is in the hands of managers in the company (Chen & Cuervo, 2022). By
using this power, when employees are motivated with the right methods and the
necessary tools, increased efficiency and productivity are ensured.

There are many factors that motivate employees in an enterprise. The main thing
is to be able to provide these factors. Therefore, in this research, organizational
culture is considered as one of the factors that affect motivation. In other words, this
work aims to determine how organizational culture affects employee motivation.
Thus, by connecting the two elements, the main topic of the study emerges.

Today, the impact of organizational culture on employees is assessed in various
ways from the perspective of labor relations (Ahmady, et al., 2016; Marreiros, et al.,
2023). One of them is the impact of organizational culture on employee motivation.
Today, the level of relations considered in the literature on the work of enterprises and
in the management of the organization is the interaction of motivation and culture.
Since employees cannot be considered as subjects independent of their emotions,
organizations that understand that job satisfaction is not limited to financial gains
have begun to consider the phenomenon of organizational culture, which is formed
and constantly evolving within their structures, as a process that can generate
motivation (Aggarwal, 2024; Akiner, et al., 2024). Feelings such as appreciation,
motivation, and feeling valued are also important factors, as are financial issues
(Sharma & Aparicio, 2022). Therefore, in order to use the workforce effectively,
it must be constantly developed and motivated. For this reason, quality processes
related to employee motivation are increasingly coming to the fore. The most
important of these quality processes is the improvement of the physical and non-
physical environment of employees within the framework of organizational goals
(Bortolotti, et al., 2024; Kim et al., 2024).

The main reason for linking motivation with organizational culture is that
motivation begins with a motive that arises in human psychology, and this motive
leads to behavior and action (Lin et al., 2024). Another factor that determines
human behavior is culture, and any organization has its own culture (Van Den
Berg & Wilderon, 2004). If we summarize these circumstances, an employee
cannot be independent of the organizational culture of the enterprise in which he
works. A person’s perception and behavior are determined in accordance with that
organizational culture. Therefore, if motivation is the result of the transformation of
motive into behavior, then organizational culture also plays a role here. This research
work is organized to verify and prove this idea.

In this context, a review of the published literature on the topic of the study
was conducted, and although it was known during the review that many studies
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were conducted related to organizations, organizational structure, motivation,
organizational structure and motivation, it was observed during the screening that
no study was conducted on the impact of employee motivation on organizational
culture.

In this regard, in many countries, scientific research on the concepts of
organizational culture and motivation has been conducted and is still being
conducted. However, this does not apply to Kazakhstan. There are very few local
scientific studies on the concept of motivation, they are only trying to learn and study
it from foreign sources. The concept of organizational culture is very new and is just
beginning to be learned.

Motivation, although it appeared conceptually in the 1950s, has also been
developed to explain human behavior and the factors influencing these behaviors
with changes in organizational structures. Early studies on motivational theories
focused on the physiological needs of employees, but rapid changes in environmental
conditions have shown that this is not enough (Chen & Cuervo, 2022; Ghaleb, 2024).
As a result of experiments and studies conducted by subsequent researchers, it was
found that a person is a psychological being. In addition, many studies in recent years
have shown that there is a strong connection and relationship between organizational
culture and motivation (Lin et al., 2024). Therefore, studying employee behavior
and motivating them to meet their needs is one of the most important issues facing
modern organizations.

The concept of organizational culture entered the American academic literature
in 1979 with Pettigrew’s article “On the Study of Organizational Culture”, published
in the journal “Quarterly Administrative Science”. However, before that, the concept
of organizational culture was included in the book “Institutional Culture” written
by Silverzweig and Allen in Europe in 1976 (Muller, 2004; Wziatek-Stasko, et
al., 2020). Therefore, it can be said that the concept of organizational culture was
studied for the first time in these works. In this regard, Suellen and Coote called
organizational culture “a set of values that help employees understand what actions
can and cannot be taken” (Suellen & Coote, 2014). Therefore, organizational culture
can be compared to unwritten rules and customs for employees.

In this context, this research work also determines which variables are most
relevant to the factors that make people adapt to the organization, how job satisfaction
is achieved, and which motivation concept is used in practice. Therefore, the purpose
of the study is to determine the relationship between the organizational culture of the
enterprise and the motivation levels of employees. In other words, the research work
aims to determine the relationship between the organizational culture of an enterprise
and the motivation levels of employees. To achieve this goal, it was necessary to
collect the necessary data using effective methods and conduct statistical analysis
on this data.

A survey was used to collect the necessary data for employees working in the food
industry. The survey consists of measures designed to measure the motivation level
of employees and determine the organizational culture of the enterprise. In addition,
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questions about the demographic characteristics of employees were included in
the survey as indirect factors. To measure the motivation levels of employees, the
nine-dimensional scale of motivation developed by Dibiya was used, based on the
motivator and hygiene factors of Herzberg’s Two-Factor Theory. To determine
the organizational culture of the enterprise where the surveyed employees work,
a questionnaire designed to measure the socialization and cooperation dimensions
of organizational culture, developed by Goffey and Jones, was used. The SPSS 22
statistical program was used to analyze the data collected through the survey and find
solutions to the research questions. In particular, cross-tabulation analysis, frequency
distribution analysis, reliability analysis, correlation analysis, regression analysis,
t-test and anova analysis were performed within this program.

The study revealed that there is a positive and moderate relationship between
organizational culture and employee motivation levels. In addition, it was found that
organizational culture affects employee motivation to a certain extent and that there
are other factors that affect this situation.

Materials and Methods

The study is descriptive in nature and a face-to-face survey method was used.
In this regard, the research model is schematically illustrated in Figure 1, based
on variables, i.e. factors, that may influence organizational culture, employee
motivation, and the relationship, i.e., communication, between the two.

Organizational culture 2 Employee motivation
S {— N
—— ]
Demographic characteristics Organizational characteristics

Figure 1. Research model

In this context, this research work also identifies what variables are most relevant
to the factors that make people adapt to the organization, how job satisfaction is
achieved, and which motivation concept is used in practice. Therefore, the purpose
of the study is to determine the relationship between the organizational culture of
the enterprise and the motivation levels of employees. To achieve this goal, it was
necessary to obtain the necessary data and conduct statistical analysis of the data.

The variables in the model created during the research are as follows. They are:

* Variables related to demographic and organizational characteristics:

- Gender,

- Education level,

- Age,

- Marital status,
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- Work experience,

- Department,

- Income.

* Variables related to the level of motivation:

- Work Content: variables that measure employees’ feelings about the type of
work.

- Salary (Payment): variables to measure employees’ satisfaction with their
salaries.

- Promotion opportunities offered by the organization to employees.

- Recognition: feedback on employees’ achievements and work.

- Working Conditions: the opportunity to join the internal community in the
organization and build relationships with them.

- Benefits: benefits offered by the organization to employees regarding retirement,
leave and health.

- Personality: employees’ feelings about their work.

- Leadership and Supervision: the degree of satisfaction of employees with their
managers.

- General: the satisfaction of employees with the entire organization and their
consideration of alternatives.

* Variables related to the types of organizational culture:

- Variables to measure the level of cooperation of the organizational culture.

- Variables to measure the level of socialization of the organizational culture.

To obtain the necessary data, a questionnaire was used for employees of an
enterprise working in the food industry. Before conducting the survey, a pilot
study was conducted with a group of 10 people of different levels in order to
determine whether the questions in the survey were understood or not. The survey
was supplemented with feedback from group members. The survey consisted of
measures designed to measure the level of motivation of employees and determine
the organizational culture of the enterprise. In addition, questions about the
demographic characteristics of employees were included in the survey as indirect
factors. To measure the motivational levels of employees, a nine-dimensional scale
of motivation developed by Dibia, based on the motivators and hygiene factors of
Herzberg’s Two-Factor Theory, was used. To determine the organizational culture
of the enterprise where the surveyed employees work, a scale of questions aimed at
measuring the socialization and cooperation dimensions of organizational culture
developed by Goffey and Jones was used. Therefore, the data for this study were
collected in 2024 at enterprise Turan through face-to-face interviews. The SPSS 22
statistical program was used to analyze the data collected through the survey and find
answers to the research questions.

The main hypothesis of the study was formulated in accordance with the research
objectives:

H, = There is no positive relationship between the organizational culture of
enterprise Turan and the motivation levels of its employees.
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H, = There is a positive relationship between the organizational culture of
enterprise Turan and the motivation levels of its employees.

Before testing the hypotheses of the study, reliability was measured using the
Alpha coefficient (Cronbach’s Alpha). Frequency distributions were used in the
conclusions regarding demographic variables. As a result, frequency distributions
and mean values of demographic characteristics of people participating in the survey
were examined. Correlation analyses were used in the study to determine the severity
of the relationship between variables.

The main population of the study, due to time saving and accessibility, consists
of employees working in enterprise Turan, a local enterprise in Turkestan with a
workforce of 565 in 2024. Here, in cases where it is impossible to determine the
sampling frame, that is, a list that includes all people targeted for the study and / or
resources are limited, it is necessary to work with non-random sampling (Van Den
Berg & Wilderon, 2004). Therefore, due to the large size of the main population,
limited time and costs, the “convenience sampling” method was chosen from among
the non-random sampling methods.

In summary, the selected population of the study was conducted using simple
random sampling. Data were collected through questionnaires. Our research was
conducted at enterprise Turan, which provides 83% of the consumption of bread,
pies, flour products and confectionery in Turkestan. In order to measure the level
of motivation of employees at enterprise Turan and their attitude to organizational
culture and to determine the relationship between these two variables, questions were
asked to employees through a questionnaire. A total of 450 service questionnaires
were distributed, and 359 valid questionnaires were collected from the 419 returned
questionnaires, after excluding invalid and incomplete responses.

Results and Discussion

In this part of the study, we tried to measure the minimum, maximum and average
values of the motivation level of the subjects who participated in the survey. In addition,
the level of motivation was also determined based on the level of motivation. The
average scores of the subjects’ answers to the motivational questions were also measured
and the standard deviation was calculated. As a continuation of this part of the study, the
motivation levels determined is displayed using a contrastive table analysis depending on
the demographic characteristics of the subjects participating in the survey.

To measure the motivation level of the employees of enterprise Turan, a total
score was calculated for each subject based on the scores of the answers to the 36
questions. Accordingly, the minimum score that each subject could answer to the
36 questions was 36, and the maximum score was 180. Here, due to the quality
of the question scale, values close to 36 indicate low motivation, and values close
to 180 indicate high motivation. Therefore, it was assumed that the scores of 359
subjects would be distributed at equally spaced heights. Therefore, when measuring
the minimum, maximum, and average values of the motivation level of employees of
enterprise Turan who participated in the survey, the scores of 359 respondents were
distributed equally in the same interval (see Table 1).
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Table 1. Motivation height and frequency in relation to motivational level

Motivational level Motivational The meaning of Frequency Share
height motivational height (%)
36-64 1 Very low 0 0,0
65-93 2 Low 37 10,3
94-122 3 Average 178 49,6
123-151 4 High 139 38,7
152-180 5 Very high 5 1,4
All of them 359 100,0

If we analyze Table 1, since the motivation level of 178 employees, which
constitutes 49.6% of the participants and at the same time constitutes the highest
percentage, is 94-122, the motivation of these employees seems to be “average”.
139 employees, that is, 38.7% of the subjects, constitute more than a third of all
participants, and the motivation of these employees can be called “high”. This is
because the motivation level is in the range of 123-151. There are 5 people with a
very high level of motivation, they have a motivation level of 152-180, and these
people constitute only 1.3%, which is a very small number. The number of low-
motivated employees was 37 with a motivation level of 65-93, and this number
constitutes 10.3% of the subjects. There were no very low-motivated people among
the subjects. In this regard, if we analyze the data related to the level and height of
motivation identified in Table 2 and its frequency, we obtain the descriptive statistics
related to the level of motivation shown in the table below (see Table 2).

Table 2. Descriptive statistics regarding motivation level

Number of | Minimum | Maximum Average Standard The
participants level level deviation variance
Motivational 359 68 165 117,2674 17,94563 322,046
level

As can be seen from Table 2, the minimum level of motivation of the employees
who participated in the survey was 68, and the maximum level was 165. The distance
between the maximum and minimum levels was 97. The average level of motivation of
all participants was 117.2674, and the standard deviation was calculated as 17.94563.

Tabular analysis of motivation levels in this part of the study in relation to some
demographic variables (gender, education) is shown below (see Table 3). However,
in order to make the distribution of the cross table clearer, the calculated level of
motivation was used for the analysis.

Table 3. Cross table distribution of motivational height by gender

Motivational height Total
Low Medium High Very high
65-93 94-122 123-151 152-180
Gender |Male 10 75 60 3 148
Female 27 103 79 2 211
All of them 37 178 139 5 359
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As can be seen from Table 3, since there are more female workers than male
workers in enterprise Turan, there are more women than men among the subjects.
Despite this situation, it seems that 103 employees (48.8% of female subjects) and
75 employees (50.7% of male subjects) have average motivation. Another similar
situation is that 79 employees (37.4% of female subjects) and 60 employees (40.5%
of male subjects) have high motivation. This situation indicates that the motivation
levels of men and women are similar. T-test analysis was used to statistically test
these results (see Table 4).

Table 4. T-test results regarding gender differences in motivational levels

Levene's Test for Equality of Variances
Sig. (2- |Mean Std. Error
F Sig. |t df tailed) | Difference |Difference
Motivational |Equal ,639 |,425 | 1,487 357 ,138 2,85590 1,92088
level variances
assumed
Equal 1,502 327,735 |,134 2,85590 1,90103
variances not
assumed

According to the table above, the Sig. (2-tailed) value is higher than 0.05, so
the hypothesis H is accepted and the hypothesis H, is rejected. As a result, there
is no difference between the motivation levels of male and female employees who
participated in the survey.

The results of the one-way ANOVA test to test whether there is a difference in the
average motivation level between the education levels of the subjects and the results of the
one-way ANOVA test to determine the education level of the subjects are shown in Table
5. The reason for adding the “other” option used in the survey responses to determine the
education level of the subjects is that there are workers in our country who have graduated
from high school and attend short-term vocational courses or secondary specialized
school programs without studying at a higher educational institution. Therefore, among
the respondents, those who marked “other” to the question about “Education level” are
employees who have attended individual vocational training courses.

Table 5. Cross table distribution of motivational height by education

Motivational height Total
Low Medium High Very high
65-93 94-122 123-151 152-180

Education |Elementary School 3 0 0 0 3

High School 11 37 18 0 66

Professional 9 64 66 3 142

College 0 2 3 0 5

Higher 14 66 47 0 127

Postgraduate 0 6 3 0 9

Other 0 3 2 2 7
All of them 37 178 139 5 359
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As shown in Table 5, 100.0% of primary school graduates have low motivation,
56.1% of secondary school graduates have medium motivation, and 45.1%
of vocational school graduates have medium motivation and 46.5% have low
motivation. The number of participants who graduated from colleges is 5, and 60% of
these people have high motivation, and the remaining 40% have medium motivation.
Among the employees of enterprise Turan who participated in the survey, 66 out
of 127 university graduates have medium motivation, and this number is 52% of
university graduates. Also, as shown in the table, the number of employees with very
high motivation is 5, and 60% of them are school graduates, and the remaining 40%
are employees who have attended individual vocational training courses (other).

To statistically test whether there was a difference in the average levels of
motivation between the educational levels of employees, a one-way Anova test
was used, and to determine the reliability of the results of this one-way Anova test,
Descriptives and Test of Homogeneity of Variances methods were performed (see
Table 6).

Table 6. Analysis of the mean and standard deviation of motivation levels by education

Sample Average Standard Standard | Minimum | Maximum
size deviation error level level

Elementary 3 83.6667 6.65833 3.84419 76.00 88.00
School

High School 66 111.6364 17.97317 2.21234 63.00 149.00
Professional 142 121.5986 17.78000 1.49206 76.00 165.00
College 5 126.4000 11.63185 5.20192 111.00 142.00
Higher 127 115.2756 16.75911 1.48713 78.00 149.00
Postgraduate 9 116.3333 13.37909 4.45970 97.00 135.00
Other 7 127.7143 20.13880 7.61175 94.00 152.00
All of them 359 117.2674 17.94563 94713 68.00 165.00

Table 6 shows the average motivation level, standard deviation, maximum and
minimum values of the selected group according to the level of education. It can also
be seen that a total of 359 subjects were included.

Table 7. Testing the homogeneity of the average variance of motivation level by education

Levene Statistic dfl df2 Sig.
1,011 6 352 5,418

Table 7 shows the “Sig.” value (0.418) shown in Table 7 is greater than 0.05,
the variances can be called homogeneous. Thus, since the main assumption of the
analysis of variance has been established, the results obtained from the analysis of
variance can be said to be reliable. The results of the Anova test according to the
determined data were as follows.
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Table 8. Analysis of variance of motivation level by education

Sum of Squares df Mean Square F Sig.
Between Groups 9836,287 6 1639,381 5,472 ,000
Within Groups 105456,042 352 299,591
Total 115292,329 358

The Anova test in Table 8 tests whether there is a difference in the motivation levels
of the employees participating in the study depending on their educational levels.
Since the “Sig.” value (0.000) is less than 0.05, the H; hypothesis is not accepted.
Therefore, there is a difference in the motivation levels according to the level of
education and the level of education has a strong impact on the way employees are
motivated, therefore, it can be said that the importance of hiring educated, that is,
highly educated personnel is reflected in this result.

Then, using the results obtained by the research method, we determined the
organizational culture of enterprise Turan. As mentioned earlier, the type of
organizational culture is determined according to the dimensions of socialization
and cooperation according to the Double S model. The sample group participating
in the study answered 23 questions, of which 11 were related to the cooperation
dimension, 11 to the socialization dimension, and 1 to the general one. Thus, the
total score of the answers received from the respondents revealed the dimensions of
cooperation and socialization. For example, the highest score that can be obtained
from 12 questions regarding the cooperation dimension is 60, and the lowest is 12.
However, in order to understand whether the cooperation dimension is higher or
lower than this score, the average cut-off score was determined as 36 and 37. In other
words, if the score value is higher than 36, the dimension is determined as high, or
if it is lower than 37, the dimension is determined as low. This was true for both
dimensions. The emergence of organizational culture according to the dimensions of
cooperation and socialization can be shown as follows (see Table 9).

Table 9. Types of organizational culture according to the dimensions of cooperation and socialization

Cooperation scale Socialization scale Type of organizational culture
Low Low Segmented
Low High Network
High Low Commercial
High High Social

The frequency distribution of organizational culture types, derived from the
evaluation values given to questions related to organizational culture types by the
359 participants who made up the sample group in the study, was determined as
follows (see Table 10).
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Table 10. Frequency distribution of types of organizational culture

Type of organizational | Frequency |  Share (%) Liquidity share (%) | Cumulative share (%)
culture

Segmented 34 9,5 9,5 9,5
Network 27 7,5 7,5 17,0
Commercial 24 6,7 6,7 23,7

Social 274 76,3 76,3 100,0

Total 359 100,0 100,0

As can be seen from Table 10, based on the evaluation of the responses of 274
participants, which constitutes 76.3% of the sample group, the type of organizational
culture of enterprise Turan was determined as “Social”. In determining the type of
organizational culture of enterprise Turan as “Social”, it is important to study the
differences between the independent variables, which are the socio-demographic
and institutional characteristics of the selected sample group. In this regard, the
first cross-tabular analysis was conducted on how the organizational culture in the
enterprise varies depending on the gender of employees. After that, the independent
variable T-test analysis was performed (see Table 11).

Table 11. Cross table analysis of the distribution of organizational culture types by gender

Type of organizational culture Total
Segmented Commercial Network Social

Gender Male 14 9 8 117 148
9.5% 6.1% 5.4% 79.1% 100.0%

Female 20 18 16 157 211
9.5% 8.5% 7.6% 74.4% 100.0%

All of them 34 27 24 274 359
9.5% 7.5% 6.7% 76.3% 100.0%

As can be seen from Table 11, there are significantly more women than men
among the employees who make up the sample group. Despite this, the proportion of
participants who indicated the “Social” organizational culture type in the table is very
similar for men and women. For example, 79.1% of 148 male employees and 74.4%
of 211 female employees have the “Social” organizational culture type. Therefore, it
is clear that the “Social” organizational culture type is more pronounced in enterprise
Turan, both among men and among women. Now, differential tests were used to
statistically prove the above cases. For this study, the independent variable T-test
was used. This is because the independent variable (gender) of our sample group is
only 2 (see Table 12).
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Table 12. Independent Sample T-Test Regarding Gender Variation in Organizational Culture

t-test for Equality of Means
t df Sig. (2- Mean Std. Error
tailed) | Difference | Difference
Type of Equal variances assumed .675 357 .500 .07135 10575
organizational
culture Equal variances not .678|321.468 498 .07135 .10528
assumed

Since the value of “Sig.” (0.500) shown in Table 12 is greater than 0.05, the
hypothesis H, is accepted. Therefore, it can be said that the organizational culture in
enterprise Turan does not change with respect to male and female employees.

At the end of the research, the relationship between the level of motivation and
organizational culture of employees at enterprise Turan, which formed the sample
group of the study, was examined. This analysis is the main goal of our study. The
object of our study is enterprise Turan, which has a “Social” organizational culture,
and 49.6% of employees at enterprise Turan have medium motivation and 38.7%
have high motivation. In this regard, in order to determine the relationship between
the type of organizational culture and the motivation levels of employees at enterprise
Turan, the results of the analysis of organizational culture and motivation levels were
combined and a new contrastive tabular analysis was conducted (see Table 13).

Table 13. Cross table analysis of the distribution of motivation levels according to organizational
culture type

Height (level) of motivation
Low Average High Very high Total
65-93 94-122 123-151 152-180
14 20 0 0 34
o |Segmented 412 % 58,8 % 0.0 % 0.0 % 100,0 %
:; 37,8 % 11,2 % 0,0 % 0,0 % 9,5 %
E 4 20 3 0 27
£ | Commercial 14,8 % 74,1 % 11,1 % 0,0 % 100,0 %
.‘é 10,8 % 11,2 % 2,2% 0,0 % 7,5 %
'g 4 15 5 0 24
2 | Network 16,7 % 625%|  208% 0.0 % 100,0 %
“ 10,8 % 8,4 % 3,6 % 0,0 % 6,7 %
é 15 123 131 5 274
& | Social 55 % 449 % 47.8% 18% 100,0 %
40,5 % 69,1 % 94,2 % 100,0 % 76,3 %
37 178 139 5 359
All of them 10,3 % 49,6 % 38,7 % 1,4 % 100,0 %
100,0 % 100,0 % 100,0 % 100,0 % 100,0 %

As can be seen from the contrast table analysis in Table 13, while 100.0% of
highly motivated employees perceive organizational culture as “Social”, 94.2% of
highly motivated employees perceive organizational culture as “Social”. In addition,
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subjects with a “Segmented” organizational culture consist only of low and medium-
level motivated employees. Thus, according to the results of contrast table analysis,
it was observed that as the dimensions of cooperation and socialization increase,
the level of motivation also increases. According to the Double S model developed
by Goffee and Jones, the organizational culture of the enterprise is determined by
the dimensions of “cooperation” and “socialization” among employees. Since these
variables have a normal distribution, we tried to determine the relationship between
the dimension of cooperation and the level of motivation of employees, as well as
the dimension of socialization and the level of motivation of employees, through
correlation analysis. Here, the relationship between two continuous variables was
examined using the Pearson correlation coefficient method (see Table 14).

Table 14. Correlation analysis between the dimension of cooperation and the level of motivation

Cooperation Motivational level
Cooperation Pearson Correlation 1 .596™
Sig. (2-tailed) .000
Motivational level | Pearson Correlation .596™ 1
Sig. (2-tailed) .000

**, Correlation is significant at the 0.01 level (2-tailed).

As shown in the correlation table, the Pearson correlation coefficient between
the two variables was 0.596. This result indicates that there is a moderate positive
correlation between the Collaboration dimension and the level of motivation. It also
indicates that this relationship is significant at the 99.0% confidence level (see Table
15).

Table 15. Correlation analysis between socialization dimension and motivation level

Socialization Motivational level
Socialization Pearson Correlation 1 473%*
Sig. (2-tailed) .000
Motivational level Pearson Correlation A73%* 1
Sig. (2-tailed) .000

**_Correlation is significant at the 0.01 level (2-tailed).

As shown in the correlation table, the Pearson correlation coefficient between
the two variables was 0.473. This result indicates that there is a moderate positive
correlation between the Socialization dimension and the level of motivation. In
addition, this relationship is significant at the 99.0% confidence level. Thus, it was
determined that there is a positive and significant correlation between the level of
motivation of the employees of enterprise Turan, which constitutes the sample group
of the research work, and the dimensions of Cooperation and Socialization. However,
the dimension of Cooperation seems to have a stronger relationship with the level
of motivation than the dimension of Socialization. In this case, it can be said that
the main hypothesis of the study was also tested. That is, since it was verified that
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there is a positive correlation between the level of motivation and the dimensions of
organizational culture, hypothesis H, is accepted.

Conclusion

From an economic perspective, this study highlights the crucial role of
organizational culture in motivating employees, which is central to the productivity
and success of businesses in today’s competitive and fast-paced global economy.
The research sheds light on how a company’s culture—shaped by its values,
norms, and social dynamics—directly influences employee motivation and, in turn,
organizational performance. The findings underscore that motivation is not just
about external rewards such as salary but is also deeply tied to an organization’s
culture, including how employees feel valued, appreciated, and connected to the
company’s goals.

As businesses operate in a world marked by globalization, maintaining a
sustainable competitive advantage is more challenging than ever. To stay competitive,
organizations must maximize the potential of their employees. This study reveals
that employees are not just driven by the financial benefits they receive but also
by the emotional connection they have with their organization’s culture. When
employees feel that they are part of a supportive and collaborative environment, their
motivation increases, leading to better performance and higher productivity. From an
economic standpoint, this is important because motivated employees contribute to
more efficient work processes, fewer errors, lower turnover rates, and higher levels
of innovation—all factors that enhance a company’s bottom line.

Moreover, this research confirms that organizational culture is a key factor
that can drive employee engagement. In businesses that foster a positive culture,
employees are more likely to feel motivated, which results in greater job satisfaction
and a stronger commitment to organizational goals. The economic implications of
these findings are profound: a motivated workforce translates into higher operational
efficiency and can even be a source of competitive advantage. By creating a culture
that supports both intrinsic and extrinsic motivation, companies can boost their
overall performance, reduce costs associated with turnover, and increase the long-
term sustainability of their workforce.

The study also illustrates the significant role of management in shaping both
organizational culture and motivation. Managers, as economic decision-makers,
have the power to implement practices that enhance employee satisfaction, whether
through improving working conditions, offering career development opportunities,
or ensuring fair recognition of employees’ efforts. These practices are not just about
making employees feel good—they are strategic moves that can lead to improved
productivity, better quality of work, and increased organizational efficiency. In
economic terms, investing in the development of a motivating culture can be seen as
a form of capital investment in human resources that yields long-term returns.

The research methodology, including the use of surveys and statistical analyses,
strengthens the credibility of these findings. By using established frameworks such
as Herzberg’s Two-Factor Theory and Goffey and Jones’ cultural scales, the study
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provides a clear picture of how organizational culture and employee motivation
are interrelated. This approach not only offers valuable insights into the specific
case of enterprise Turan but also contributes to the broader understanding of how
organizational culture affects employee motivation across industries.

The findings are especially relevant in the context of Kazakhstan, where the
concept of organizational culture is still emerging. This research serves as a foundation
for further studies in the region, encouraging local businesses to explore the role
of culture in motivating their workforce. Given that motivation and organizational
culture are relatively new fields of study in Kazakhstan, the research is timely and
important, offering both theoretical and practical contributions to the field.

In conclusion, this study highlights that organizational culture is more than just
a backdrop to business operations—it is an essential driver of employee motivation
and, ultimately, organizational success. By focusing on fostering a culture that
values and motivates employees, businesses can achieve higher productivity, lower
turnover, and increased competitiveness. This research emphasizes that in the
modern economy, the most successful businesses are those that understand the deep
connection between their culture and the motivation of their employees. Investing in
both is not just good for the workforce; it’s a strategic move that benefits the entire
organization’s economic health.
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