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ABSTRACT 

	This study aimed to measure the level of organizational culture and employee job satisfaction within the Local Government Unit (LGU) of Boston. Utilizing a descriptive-correlational research design, the study systematically explored the relationship between two key variables: organizational culture and employee job satisfaction. A complete enumeration method was employed to ensure reliable data, involving all employees who had served in the LGU for at least six months, regardless of their employment status. This criterion ensured that all respondents had sufficient experience and familiarity with the organizational environment being assessed. Data were collected through adapted standardized questionnaires that measured various aspects of organizational culture and job satisfaction. The results showed that organizational culture in the LGU was consistently practiced across four key dimensions: involvement, consistency, adaptability, and mission. Among these, involvement and adaptability were the most strongly observed, indicating that employee engagement and responsiveness to change were well-prioritized. Regarding job satisfaction, employees expressed high levels of satisfaction with their supervision, co-worker relationships, and working conditions. However, satisfaction levels were relatively lower regarding salary and promotion opportunities. A moderate positive correlation was found between organizational culture and job satisfaction, suggesting that as organizational culture improves, so does employee satisfaction. Regression analysis further revealed that involvement and adaptability significantly influenced job satisfaction, while consistency and mission had no statistically significant impact. These findings highlight the importance of promoting employee participation and a flexible work environment to boost satisfaction. Additionally, the results indicate a need for the LGU to improve compensation and career development structures to address areas of employee dissatisfaction.
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1. INTRODUCTION   
Organizational culture refers to the shared values, beliefs, norms, and practices that shape employee behavior and influence the overall dynamics within an organization. A strong organizational culture fosters open communication, shared goals, and employee involvement, creating a supportive environment that drives productivity and collaboration (Assoratgoon & Kantabutra, 2023). It serves as the foundation for how individuals interact, make decisions, and align with the organization's mission. Job satisfaction is defined as the degree of contentment employees feel regarding their job roles, work environment, and overall experiences within the organization. It is a key factor influencing employee motivation, commitment, and performance, as satisfied employees are more likely to remain engaged and contribute positively to organizational outcomes (Chaudhary et al., 2024). Factors such as fair compensation, career growth opportunities, supportive leadership, and favorable working conditions are crucial determinants of job satisfaction.
In the local setting, organizational culture and job satisfaction remain crucial factors influencing employee retention, productivity, and overall organizational performance. Similar challenges observed globally are also relevant in local organizations, particularly in government units and small businesses. Issues such as inadequate compensation, limited career advancement opportunities, inconsistent leadership practices, and unfavorable working conditions contribute significantly to employee dissatisfaction and disengagement (Chen, 2020; Junianti, 2023). Addressing these systemic problems is essential to cultivating a motivated, engaged, and productive workforce capable of driving organizational growth and effective service delivery.
In light of these global and national challenges, it is essential to examine the Local Government Unit (LGU) of Boston, Davao Oriental. As a small municipality, Boston may encounter similar organizational issues faced by other LGUs in the country, such as employee dissatisfaction and deficiencies in organizational culture. However, there is a noticeable lack of local data to address these specific concerns. Investigating the current state of organizational culture and job satisfaction in this context can offer valuable insights to enhance employee engagement, improve retention, and boost overall productivity. These findings can ultimately support better governance and more effective service delivery to the community.
	This study aimed to assess the level of organizational culture and employee job satisfaction within the Local Government Unit (LGU) of Boston. By uncovering key insights into these areas, the research provided a foundation for developing targeted strategies to address existing challenges—such as enhancing compensation and career development opportunities, fostering adaptability and innovation, and improving communication channels. These strategies were designed to create a more efficient and fulfilling work environment, thereby boosting employee engagement and retention. Furthermore, the study also aimed to be published in a national or international journal to disseminate its findings and contribute to the broader discourse on public sector organizational development.
2. OBJECTIVES

To measure the level of organizational culture and employee job satisfaction in the Local Government Unit of Boston, the following specific objectives were identified:
1. To measure the level of organizational culture of the Local Government Unit’s employees of Boston in terms of:
a. involvement;
b. consistency;
c. adaptability; and
d. mission.
2. To measure the level of employee job satisfaction in the Local Government Unit’s employees of Boston in terms of:  
a. salary/pay;
b. promotion;
c. supervision;
d. co-workers’ relation; and
e. working condition?
3. To measure if there is a significant relationship between cultural values and employee job satisfaction.
4. To measure if involvement, consistency, adaptability, and mission influence Employee Job Satisfaction.
	
3. MATERIALS AND METHODS

Research Design
This study employed a descriptive correlational design to examine the relationship between organizational culture and employee job satisfaction within the Local Government Unit (LGU) of Boston. The descriptive component aimed to observe and describe the current state of organizational culture (e.g., involvement, consistency, adaptability, and mission) and job satisfaction (e.g., salary, promotion, supervision, co-worker relations, and working conditions) among employees. The correlational aspect sought to determine the strength and direction of the relationship between these variables without manipulating any conditions. This design was appropriate as it provided a real-world analysis of naturally occurring variables, offering valuable insights into how organizational culture impacts job satisfaction, which can inform strategies to enhance employee engagement and organizational efficiency.

Research Instrument
This study utilized adapted questionnaires. The questionnaire for measuring the level of organizational culture was adapted from the study of Denison and Janovics (2016), entitled Diagnosing Organizational Cultures: Validating a Model and Method. On the other hand, the questionnaire to measure the job satisfaction of the respondents was adapted from Spector's (1992) Job Satisfaction Survey.

Respondents of the Study
The respondents for this study were employees specifically at the Local Government Unit (LGU) of Boston, Davao Oriental. A complete enumeration method was employed to gather relevant data. Complete enumeration involves collecting data from all individuals within the target population, ensuring that every employee's input is included in the analysis. In this study, all employees of the LGU, totaling 178, were surveyed regardless of their employment status. his method guarantees comprehensive coverage, ensuring that the data reflects the views of the entire workforce, particularly regarding their experiences with organizational culture and job satisfaction.	

Data Gathering
The data gathering process for this study was carried out through a series of steps to ensure ethical compliance, accuracy, and credibility of the findings. The first step was to obtain ethical clearance from the Research Ethics Committee of Davao Oriental State University. This clearance was necessary to ensure that the study adhered to ethical standards in terms of respondent confidentiality, informed consent, and the responsible handling of data. The committee reviewed the study’s objectives, methodology, and instruments before granting approval. Once ethical clearance was granted, the researcher submitted a formal letter to the Office of the Mayor of Boston. The purpose of this letter was to request the total number of employees currently working at the Local Government Unit (LGU) of Boston. This information was essential in determining the study’s total population and identifying eligible participants for the survey. A separate letter was addressed to the LGU administration seeking permission to conduct the actual study within their offices. The letter included an overview of the research, its significance, the survey instrument, and a request for assistance in facilitating the data gathering process. Approval from the LGU was necessary to proceed with the questionnaire distribution among employees. 
After receiving formal approval, the researchers coordinated with LGU personnel to begin the distribution of the survey questionnaires. This step involved planning schedules that would not disrupt employees' regular duties while ensuring a good response rate. The researcher took extra care to make the process organized and efficient. Before respondents answered the questionnaires, the researchers provided them with an informed consent form. This form explained the purpose of the study, assured confidentiality and anonymity, and informed participants that their involvement was voluntary. After agreeing to participate, respondents were handed the survey forms along with verbal or written instructions on how to answer each part accurately and honestly. 
Once all the questionnaires were completed, the researchers collected them promptly. This step ensured that responses were not lost or compromised. After retrieval, the responses were tallied carefully and encoded for statistical analysis. The researcher made sure that all data were organized and stored securely. The final step involved analyzing the gathered data. To ensure accuracy and credibility, a statistician was consulted to assist with the computation of descriptive and inferential statistics. This analysis provided the basis for interpreting the results and drawing conclusions related to the study’s objectives.


4. RESULTS AND DISCUSSION

[bookmark: _Hlk203567410]Level of Employee Organizational Culture in the Local Government Unit
	This section presents the data gathered on the level of organizational culture among employees in the Local Government Unit of Boston, focusing on the dimensions of involvement, consistency, adaptability, and mission. Presented in Table 1 is the level of organizational culture in terms of involvement. It has an overall average mean of 4.38, described as always, implying that employees of LGU Boston experience a strong sense of involvement in their work, feel trusted to contribute meaningfully, and perceive their work environment as supportive and conducive to collaboration.

Table 1. Level of Organizational Culture of LGU’s Employee in Terms of Involvement
	Statements
	Mean
	Std. Deviation
	Description

	1. Employees are highly involved in their work.
	4.48
	0.59
	Always

	2. Decisions are made at the level where the best information is available.
	4.38
	0.62
	Always

	3. Information is widely shared to ensure accessibility when needed.
	4.48
	0.63
	Always

	4. Confidence exists in the ability to make a positive impact.
	4.29
	0.66
	Always

	5. Planning is ongoing and involves all participants to some degree.
	4.32
	0.60
	Always

	6. Cooperation across different parts of the organization is actively encouraged.
	4.32
	0.69
	Always

	7. Work is approached with a team-oriented mindset.
	4.49
	0.65
	Always

	8. Teamwork is prioritized over hierarchy to accomplish tasks.
	4.49
	0.66
	Always

	9. Teams serve as the primary building blocks of the organization.
	4.46
	0.57
	Always

	10. Work is structured so that each role aligns with organizational goals.
	4.42
	0.62
	Always

	11. Authority is delegated to enable independent action.
	4.37
	0.64
	Always

	12. Employee capability is continuously improving.
	4.33
	0.65
	Always

	13. Ongoing investment is made in employee skill development.
	4.30
	0.69
	Always

	14. Human capabilities are recognized as a key competitive advantage.
	4.32
	0.68
	Always

	15. Problems do not arise due to a lack of necessary skills.
	4.29
	0.71
	Always

	Average
	4.38
	0.44
	Always


	
This supports the study of Nauman and Pathan (2022) that the LGU of Boston shows a strong culture of involvement, with engaged employees supported in decision-making and skill development, consistent with (Nauman & Pathan, 2022). The findings confirmed that involvement is a key aspect of the LGU of Boston’s culture, with a strong focus on participation, teamwork, and development. This supports literature on the value of inclusive workplaces (Eldor, 2020; Dutta & Rangnekar, 2024). As Moşteanu (2024) notes, balancing structure and flexibility is vital for long-term engagement and success.

Table 2. Level of Organizational Culture of LGU’s Employee of Boston in Terms of Consistency
	Statements
	Mean
	Std. Deviation
	Description

	1. Leaders and managers align their actions with their words
	4.34
	0.64
	Always

	2. A characteristic management style and distinct set of management practices exist.
	4.28
	0.63
	Always

	3. A clear and consistent set of values governs work processes.
	4.38
	0.68
	Always

	4. Ignoring core values leads to consequences.
	4.16
	0.79
	Often

	5. An ethical code guides behavior and defines right from wrong.
	4.34
	0.66
	Always

	6. Disagreements are resolved through efforts to achieve "win-win" solutions.
	4.40
	0.64
	Always

	7. A strong organizational culture is present.
	4.27
	0.75
	Always

	8. Consensus is easily reached, even on difficult issues.
	4.21
	0.72
	Always

	9. Agreement on key issues is achieved without difficulty.
	4.12
	0.72
	Often

	10. A clear understanding exists regarding the right and wrong ways to do things.
	4.31
	0.67
	Always

	11. Work processes are consistent and predictable.
	4.24
	0.71
	Always

	12. Employees across different departments share a common perspective.
	4.17
	0.73
	Often

	13. Coordination of projects across departments is seamless.
	4.19
	0.72
	Often

	14. Collaboration across departments feels as natural as working within the same team.
	4.22
	0.69
	Always

	15. Goals are well aligned across all levels of the organization.
	4.26
	0.71
	Always

	Average
	4.26
	0.50
	Always



Presented in Table 2 is the level of organizational culture in terms of consistency. It has an overall high average of 4.26, indicating that employees of LGU Boston perceive a strong sense of consistency in the organization through shared values, aligned systems, and coherent decision-making. This supports the findings of Palumbo and Douglas (2024), who emphasized that shared values promote organizational coherence. Kozioł-Nadolna and Beyer (2021) also noted that cultural alignment enhances leadership and performance, while Ford et al. (2023) highlighted that a strong ethical code fosters trust and loyalty among employees.

Table 3. Level of Organizational Culture of LGU’s Employee in Terms of Adaptability
	Statements
	Mean
	Std. Deviation
	Description

	1. Processes are flexible and easily adaptable to change.
	4.23
	0.75
	Always

	2. Competitor actions and job environment changes are effectively addressed.
	4.31
	0.72
	Always

	3. New and improved work methods are continuously implemented.
	4.26
	0.78
	Always

	4. Change initiatives are generally well received.
	4.25
	0.69
	Always

	5. Different parts of the organization collaborate to drive change.
	4.21
	0.76
	Always

	6. Customer feedback frequently leads to improvements.
	4.24
	0.67
	Always

	7. Customer input directly influences decision-making.
	4.11
	0.81
	Often

	8. A deep understanding of customer needs exists at all levels.
	4.16
	0.79
	Often

	9. Customer interests are always considered in decision-making.
	4.22
	0.75
	Always

	10. Direct interaction with customers is actively encouraged.
	4.31
	0.66
	Always

	11. Failure is treated as an opportunity for learning and improvement.
	4.34
	0.72
	Always

	12. Innovation and risk-taking are encouraged and rewarded.
	4.18
	0.75
	Often

	13. Continuous learning is a key objective in daily work.
	4.40
	0.69
	Always

	14. Clear communication ensures coordination across all functions.
	4.28
	0.73
	Always

	Average
	4.25
	0.56
	Always



Presented in Table 3 is the level of organizational culture in terms of adaptability. It has an overall average mean of 4.25 with a standard deviation of 0.56, indicating that adaptability is consistently practiced in the LGU of Boston. This suggested that employees perceived the organization as flexible, responsive to change, and supportive of continuous improvement. These findings support Moşteanu (2024), who emphasized the importance of adaptability in LGUs, and Caparas et al. (2024), who noted that adaptable environments enhance responsiveness and overall performance in the public sector.

Table 4. Level of Organizational Culture of LGU’s Employee in Terms of Mission
	Statements
	Mean
	Std. Deviation
	Description

	1. A long-term purpose and direction are established.
	4.33
	0.81
	Always

	2. The strategy influences competitors to adjust their approaches.
	4.26
	0.73
	Always

	3. A clear mission provides meaning and direction to work.
	4.36
	0.70
	Always

	4. A well-defined strategy outlines the future course.
	4.33
	0.73
	Always

	5. The strategic direction is clearly understood.
	4.37
	0.69
	Always

	6. Broad agreement on goals is present.
	4.30
	0.71
	Always

	7. Leaders set ambitious yet realistic goals.
	4.33
	0.66
	Always

	8. Leadership has publicly committed to the organization's objectives.
	4.18
	0.73
	Often

	9. Progress is continuously tracked against stated goals.
	4.35
	0.69
	Always

	10. Clear understanding exists regarding the actions needed for long-term success.
	4.30
	0.73
	Always

	11. A shared vision of the organization's future is established.
	4.32
	0.75
	Always

	12. Leaders maintain a long-term perspective.
	4.32
	0.72
	Always

	13. Short-term thinking does not compromise the long-term vision.
	4.19
	0.73
	Often

	14. The vision generates excitement and motivation among employees.
	4.37
	0.69
	Always

	15. Short-term demands are met without undermining long-term objectives.
	4.28
	0.71
	Always

	Average
	4.31
	0.56
	Always


	
Presented in Table 4 is the level of organizational culture in terms of mission. It has an overall average mean of 4.31 with a standard deviation of 0.56, indicating that the LGU of Boston maintains a strong mission-oriented culture. Employees perceived the organization as having clear goals, strategic direction, and a shared vision. This supports the findings of Ariawaty (2020), who emphasized that organizational culture guides performance through goal alignment, and Mendoza and Villanueva (2021), who highlighted that a clear mission enhances role clarity, motivation, and effectiveness in local government units.

Level of Employee Job Satisfaction in the Local Government Unit
This section presents the level of employee job satisfaction in the Local Government Unit (LGU) of Boston, focusing on key factors such as salary, promotion, supervision, co-worker relations, and working conditions. Presented in Table 5 is the level of employee job satisfaction in terms of salary/pay. It has an overall mean score of 3.64 with a standard deviation of 0.90, indicating that employees of the LGU of Boston are generally very satisfied with their salary, though there is still some room for improvement. 

Table 5. Level of Employee Job Satisfaction in the LGU in Terms of Salary/Pay
	Statements
	Mean
	Std. Deviation
	Description

	1. Performance appraisal influence appraise.
	3.81
	0.99
	Satisfied

	2. Satisfaction exists with the benefits provided by the organization.
	3.65
	1.04
	Satisfied

	3. Rewards are given based on the quality of efforts.
	3.56
	0.99
	Satisfied

	4. Incentives received bring satisfaction.
	3.64
	0.99
	Satisfied

	5. Salary increment opportunities are satisfactory.
	3.67
	1.02
	Satisfied

	6. Salary adequately covers daily needs.
	3.49
	1.13
	Satisfied

	Average
	3.64
	0.90
	Satisfied



This supported the findings of Dong and Loang (2023), who emphasized that competitive pay enhances employee motivation, and Mitalo and Wanyama (2024), who pointed out that while salary is a fundamental factor, inadequate compensation can still contribute to dissatisfaction. While employees of the Boston LGU were generally satisfied with their salary, the results pointed to areas needing improvement, particularly in aligning pay with the cost of living and ensuring fairness in appraisal systems. These findings support Judge et al. (2023) and Calingasan et al. (2024), who emphasized that while salary isn't the only factor in job satisfaction, it plays a vital role in sustaining motivation, stability, and productivity.

Table 6. Level of Employee Job Satisfaction in the LGU in Terms of Promotion
	Statements
	Mean
	Std. Deviation
	Description

	1. There is really a chance for promotion.
	3.87
	1.01
	Satisfied

	2. Excellent job performance increases promotion opportunities.
	3.91
	0.94
	Satisfied

	3. Satisfied with the chances for promotion.
	3.92
	0.89
	Satisfied

	4. Prospect of promotion is easy to achieve.
	3.64
	0.89
	Satisfied

	5. Experience gained enhances promotion prospects.
	3.77
	0.91
	Satisfied

	6. The promotion received aligns well with qualifications and suitability.
	3.80
	0.92
	Satisfied

	7. The required standards for the promotion have been met.
	3.81
	0.94
	Satisfied

	Average
	3.82
	0.81
	Satisfied



Presented in Table 6 is the level of employee job satisfaction in terms of promotion. It has an overall mean score of 3.82 with a standard deviation of 0.81, indicating that employees of the LGU of Boston are generally satisfied with promotion opportunities, although there is still room for improvement. This supports the findings of Wai et al. (2024), who emphasize that promotion is a key motivator for career advancement, and Jena and Nayak (2023), who note that clear and attainable promotion paths enhance employee commitment and satisfaction, particularly in the public sector.

Table 7. Level of Employee Job Satisfaction in the LGU in Terms of Supervision
	Statements
	Mean
	Std. Deviation
	Description

	1. Superior is competent in doing his/her job.
	4.40
	0.66
	Very Satisfied

	2. Superior is fair.
	4.25
	0.72
	Very Satisfied

	3. Superior encourages me to do well in my work.
	4.35
	0.67
	Very Satisfied

	4. Superior is very calm and very organized in making a plan.
	4.37
	0.70
	Very Satisfied

	5. Superior understands problem and or excuses.
	4.30
	0.72
	Very Satisfied

	6. Superior promotes an atmosphere of teamwork.
	4.33
	0.70
	Very Satisfied

	7. Superior has his/her own rules and regulations in the organization.
	4.28
	0.74
	Very Satisfied

	8. The superior is approachable compared to the previous superior.
	4.24
	0.80
	Very Satisfied

	Average
	4.32
	0.60
	Very Satisfied



[bookmark: _Toc200367562]Presented in Table 7 is the level of employee job satisfaction in terms of supervision. It has an overall mean score of 4.32 with a standard deviation of 0.60, indicating that employees of the LGU of Boston were very satisfied with the supervision they received. This suggested strong confidence in leadership and the presence of supportive management. These findings support Herawati et al. (2023), who state that effective supervision significantly enhances job satisfaction, and Padhy et al. (2024), who emphasized that emotionally intelligent supervisors boost morale and employee engagement.

Table 8. Level of Employee Job Satisfaction in the LGU in Terms of Co-Workers' Relations
	Statements
	Mean
	Std. Deviation
	Description

	1. The people in the workplace are likable.
	4.44
	0.74
	Very Satisfied

	2.  Interactions with co-workers are enjoyable and comfortable.
	4.43
	0.67
	Very Satisfied

	3. Assistance from co-workers is always accessible.
	4.49
	0.64
	Very Satisfied

	4. Co-workers actively share ideas during work planning.
	4.46
	0.66
	Very Satisfied

	5. Strong relationships with co-workers are maintained.
	4.46
	0.72
	Very Satisfied

	6. Collaboration helps in addressing organizational problems.
	4.42
	0.73
	Very Satisfied

	7. Workplace interactions contribute to personal growth.
	4.46
	0.70
	Very Satisfied

	Average
	4.45
	0.61
	Very Satisfied



Presented in Table 8 is the level of employee job satisfaction in terms of co-worker relationships. It has a high overall mean score of 4.45, indicating that employees of the LGU of Boston were very satisfied with their relationships with co-workers. This reflected a strong sense of camaraderie, teamwork, and mutual support in the workplace. These findings supported Meredith et al. (2023), who noted that positive peer interactions enhance collaboration and job satisfaction, and Jes Bella (2023), who emphasized that supportive co-worker relations boost morale and contribute to a cohesive organizational culture.

Table 9. Level of Employee Job Satisfaction in the LGU in Terms of Working Condition
	1. Work tasks are manageable without difficulties.
	4.28
	0.82
	Very Satisfied

	2. The workplace environment encourages better performance.
	4.47
	0.61
	Very Satisfied

	3. Working conditions are the best experienced.
	4.33
	0.76
	Very Satisfied

	4. The workplace is pleasant.
	4.43
	0.66
	Very Satisfied

	5. Personal growth is achieved through learning various skills.
	4.52
	0.62
	Very Satisfied

	6. Workplace ventilation is sufficient.
	4.36
	0.73
	Very Satisfied

	7. Innovation and improvement are encouraged. 
	4.46
	0.70
	Very Satisfied

	8. Necessary leave is allowed in case of illness.
	4.52
	0.65
	Very Satisfied

	9. A proper security system is in place. 
	4.28
	0.83
	Very Satisfied

	10. Workplace satisfaction is achieved.
	4.57
	0.62
	Very Satisfied

	Average
	4.42
	0.58
	Very Satisfied



Presented in Table 9 is the level of employee job satisfaction in terms of working conditions. The data showed that employees of the Boston LGU were very satisfied with their working conditions, with an average mean of 4.42 and a standard deviation of 0.58. This reflected a positive perception of the work environment as safe, supportive, and productive. Barton and Le (2023) noted that such environments reduce stress and enhance well-being, while Moscu et al. (2023) emphasized their role in boosting morale, efficiency, and retention, particularly important in high-demand public service roles.

Relationship Between Organizational Culture and Job Satisfaction
This section presents the findings on the relationship between organizational culture and employee job satisfaction in the Local Government Unit (LGU) of Boston. Understanding this relationship is essential, as organizational culture plays a critical role in shaping employee attitudes, behaviors, and overall satisfaction in the workplace.
Table 10. Significant Relationship Between Organizational Culture and Job Satisfaction
	[bookmark: _Hlk201057077]Organizational Culture
	Salary
	Promotion
	Super-
vision
	Co-Worker Relation
	Working Condition
	Job Satisfaction

	Involvement
	Pearson Correlation
	0.176
	0.331
	0.337
	0.382
	0.533
	0.488

	
	Sig. (2-tailed)
	0.019
	0.000
	0.000
	0.000
	0.000
	0.000

	
	Interpretation
	Weak
	Weak
	Weak
	Weak
	Moderate
	Moderate

	Consistency
	Pearson Correlation
	0.212
	0.425
	0.386
	0.256
	0.376
	0.476

	
	Sig. (2-tailed)
	0.005
	0.000
	0.000
	0.001
	0.000
	0.000

	
	Interpretation
	Weak
	Moderate
	Weak
	Weak
	Weak
	Moderate

	Adaptability
	Pearson Correlation
	0.239
	0.512
	0.422
	0.281
	0.385
	0.532

	
	Sig. (2-tailed)
	0.001
	0.000
	0.000
	0.000
	0.000
	0.000

	
	Interpretation
	Weak
	Moderate
	Moderate
	Weak
	Weak
	Moderate

	Mission
	Pearson Correlation
	0.226
	0.411
	0.398
	0.244
	0.399
	0.482

	
	Sig. (2-tailed)
	0.002
	0.000
	0.000
	0.001
	0.000
	0.000

	
	Interpretation
	Weak
	Moderate
	Weak
	Weak
	Weak
	Moderate

	Overall Org. Culture
	Pearson Correlation
	0.239
	0.472
	0.432
	0.319
	0.465
	0.551

	
	Sig. (2-tailed)
	0.001
	0.000
	0.000
	0.000
	0.000
	0.000

	
	Interpretation
	Weak
	Moderate
	Moderate
	Weak
	Moderate
	Moderate



Table 10 presents a significant positive correlation between organizational culture and job satisfaction in LGU Boston, supporting studies that link strong culture to employee motivation and performance (Hasan & Sadat, 2023; Obeng, 2024). Involvement moderately correlates with overall job satisfaction (r = 0.488) and working conditions (r = 0.533), suggesting that employee participation boosts satisfaction, supporting Park et al. (2023).

Adaptability showed the strongest correlation with overall job satisfaction (r = 0.532), and moderate links with promotion (r = 0.512) and supervision (r = 0.422), suggesting that embracing change and growth boosts employee satisfaction (Rahul & Vaishali, 2024; Singh, 2023). Consistency (r = 0.476) and mission (r = 0.482) also moderately relate to satisfaction, highlighting the value of stability and purpose in fostering trust and connection (Bilderback, 2024; Iortimbir Aun et al., 2023). The results showed a moderate, significant correlation between organizational culture and job satisfaction (r = 0.551, p < 0.000), indicating that a stronger culture in the LGU leads to higher employee satisfaction, supporting findings by Putra & Kudri (2024) and Bakhshandeh et al. (2024).
	In summary, the data confirmed a significant positive link between organizational culture and job satisfaction. Despite some weak individual factor relationships, the overall results showed that a strong, adaptive, and people-focused culture boosts employee satisfaction. For the LGU of Boston, this underscores the need to strengthen values, involve employees, and align leadership with staff needs for lasting success.

Organizational Culture Influence Employee Job Satisfaction

This section explores how the various dimensions of organizational culture—such as involvement, consistency, adaptability, and mission—influence employee job satisfaction in the Local Government Unit (LGU) of Boston.By examining which cultural traits significantly impact satisfaction across key areas like salary, promotion, supervision, co-worker relations, and working conditions, the study provides valuable insights into how internal organizational practices can enhance or hinder employee morale, motivation, and performance.

Table 11. Organizational Culture Influence Employee Job Satisfaction
	Model Summary

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

	1
	0.564
	0.319
	0.303
	0.399


Interpretation: The model below can explain 31.90% of the data being considered in the study.
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.66
	0.31
	 
	5.42
	0.00

	
	Involvement
	0.23
	0.10
	0.22
	2.30
	0.02

	
	Consistency
	-0.09
	0.13
	-0.09
	-0.68
	0.50

	
	Adaptability
	0.29
	0.11
	0.34
	2.67
	0.01

	
	Mission
	0.14
	0.09
	0.16
	1.52
	0.13


Interpretation: Only involvement and adaptability are predictors of employee job satisfaction.
Presented in Table 11 are the results of the regression analysis conducted to determine which dimensions of organizational culture significantly influence employee job satisfaction in the Local Government Unit (LGU) of Boston. The model yielded an R value of 0.564 and an R² value of 0.319, indicating that 31.90% of the variance in job satisfaction can be explained by the combined effects of involvement, consistency, adaptability, and mission. This suggests that organizational culture has a meaningful, though moderate, impact on employee satisfaction.
Among the four dimensions analyzed, involvement (β = 0.22, t = 2.30, p = 0.024) and adaptability (β = 0.34, t = 2.67, p = 0.01) were identified as significant predictors of job satisfaction. This means that employees who feel actively involved in decision-making and are part of an adaptable, flexible work environment are more likely to report higher levels of satisfaction. These findings are aligned with the arguments of Park et al. (2023) and Singh (2023), who highlighted that participatory management and adaptability foster employee motivation, innovation, and long-term engagement. 
On the other hand, consistency (β = -0.09, p = 0.50) and mission (β = 0.16, p = 0.13) did not show a statistically significant influence on job satisfaction. Although these dimensions are essential for organizational alignment and direction, they may not directly affect how satisfied employees feel on a day-to-day basis. Tomas et al. (2023) suggested that while consistent values and clear mission statements support structural stability, they may not be sufficient unless paired with active employee engagement and responsiveness to change. 
Overall, the findings confirmed that involvement and adaptability were the most impactful cultural dimensions influencing job satisfaction among LGU employees. This supports the broader literature emphasizing that empowering employees and fostering a culture of continuous learning and flexibility are critical strategies for enhancing satisfaction, retention, and organizational performance (Obeng, 2024; Rahul & Vaishali, 2024). Organizations should prioritize these areas to ensure a motivated, resilient, and high-performing workforce.

5. CONCLUSIONS AND RECOMMENDATIONS

[bookmark: _Hlk203578974]Conclusion
This study focused on measuring the level of organizational culture and employee job satisfaction in the Local Government Unit (LGU) of Boston. A descriptive correlation design was employed to systematically investigate the relationship between these two variables: organizational culture and employee job satisfaction. The complete enumeration method was used, targeting employees who had been working in the LGU for at least six months, regardless of status. This ensured that respondents had sufficient experience and understanding of the organizational culture and job satisfaction factors examined. Moreover, the study utilized adapted questionnaires as instruments for data gathering.
	The study assessed the organizational culture and job satisfaction of LGU employees in Boston, revealing that organizational culture was consistently observed in terms of involvement, consistency, adaptability, and mission, with involvement and adaptability being the most prominent factors. In terms of job satisfaction, employees were very satisfied with supervision, co-worker relations, and working conditions, while salary and promotion received lower ratings. A moderate positive relationship was found between organizational culture and job satisfaction, indicating that a stronger organizational culture enhances employee satisfaction. Regression analysis identified involvement and adaptability as significant predictors of job satisfaction, while consistency and mission did not show a significant impact. These findings suggest that fostering employee participation and adaptability is crucial for improving job satisfaction, while salary and career growth opportunities require further attention.

Recommendation
This study has the following recommendations. First is to further enhance organizational culture, future studies may consider measuring additional dimensions such as leadership behavior, communication effectiveness, and employee recognition systems. These aspects may provide a deeper understanding of how cultural practices influence engagement and performance, especially in the context of local governance.
Second, future research may measure other indicators of job satisfaction, such as job security, work-life balance, or training and development opportunities, which may help identify more comprehensive strategies to enhance employee retention and motivation.
Third, since organizational culture has a moderate positive relationship with job satisfaction, strengthening cultural initiatives may further enhance employee well-being. The LGU may conduct periodic assessments to ensure that its core values align with employee expectations and workplace realities.
Lastly, as involvement and adaptability were found to significantly influence job satisfaction, the LGU may prioritize strategies that encourage active employee participation and continuous adaptation to change. Leadership development programs, mentorship initiatives, and feedback mechanisms may help sustain a dynamic and engaged workforce.
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