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Abstract 

Accounting employee productivity remains a critical determinant of organizational success especially in commercial banking 

sectors. This study explores the predictive relationship between accounting employee’s productivity, job satisfaction, and 

organizational culture. This study adopted a correlational and predictive research design. The target population comprised 

accounting employees working in commercial banks within the North-Central region of Nigeria. A population of 425 respondents 

was used for the study without determining the sample size because the population was of a manageable size for the study. A 

purposive sampling technique was employed for the selection of the commercial banking sectors. While random sampling 

technique was used for individual respondents’ selection to respond to the questionnaire. The questionnaire was administered 

both physically and electronically through Google Forms to ensure broad coverage and improve response rate. The questionnaire 

underwent expert validation by three specialists in business education and psychology. The method of data analysis employed 

for the study were Multiple Regression (MR) and Structural Equation Modelling (SEM) to determine the extent to which job 

satisfaction and organizational culture predict employee productivity through the use of Statistical Package for Social Science 

(SPSS) version 26. The findings reveal that job satisfaction and organizational structure have positive relationship and 

significantly predict accounting employees’ productivity. Among the two predictors, organizational culture emerged as the 

stronger predictor and determinant of accounting employee’s productivity in commercial banking sector in Nigeria. The study 

concludes that productivity among accounting employees in commercial banking sector is largely shaped by both individual-

level and organizational structure factors. 
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1. Introduction 

In the contemporary business environment is characterized 

by globalization, technological disruption, and increasing 

competition, employee productivity has emerged as a vital de-

terminant of organizational success and sustainability. For ac-

counting professionals who are central to financial reporting, 

compliance, internal controls, and strategic decision-making 

the demand for productivity is not only high but non-negotia-

ble. Employees productivity in this domain is not purely a 

matter of technical skill or academic qualifications, but can 

increasingly be influenced by factors such as job satisfaction 

and organizational culture [37]. These psychological and so-

cial variables form the backbone of human capital effective-

ness and have garnered substantial scholarly and managerial 

interest in recent years. The accounting profession is inher-

ently complex, governed by stringent regulations, tight dead-

lines, and a high demand for accuracy and integrity. Account-

ing employees operate in high-stakes environments where er-

rors can have severe financial and legal implications. Conse-

quently, ensuring their productivity is imperative for both op-

erational efficiency and strategic performance. However, em-

ployee productivity in the accounting sector is currently under 

pressure from factors such as talent shortages, evolving regu-

latory requirements, remote work dynamics, and rising em-

ployee expectations [31]. These challenges necessitate a com-

prehensive understanding of the underlying psychological and 

organizational factors that contribute to enhanced productivity 

even in the banking sector. 
The banking industry is a highly service-oriented sector that 

depends on effective coordination among departments to de-

liver customer value. The banking profession is inherently dy-

namic, marked by constant challenges, demanding workloads, 

and a strong emphasis on prestige and institutional reputation. 

Over time, the nature of banking has continued to evolve in 

response to economic, technological, and regulatory changes. 

In the contemporary banking environment, both existing em-

ployees and prospective job seekers place increasing im-

portance on working in institutions that provide a supportive 

atmosphere, professional fulfillment, and a sense of pride. 

Banking sector refers to the segment of the financial system 

made up of institutions that are licensed to accept deposits, 

provide credit, facilitate payments, and offer other financial 

intermediation services to individuals, businesses, and gov-

ernments [16]. The banking sector plays a central role in mo-

bilizing savings from surplus units and channeling them to 

deficit units for productive investment, thereby supporting 

economic growth and financial stability [29]. In addition, the 

banking sector serves as a key transmission channel for mon-

etary policy, as banks influence money supply, interest rates, 

and credit availability within an economy. Through functions 

such as risk management, liquidity provision, and financial in-

clusion, banks contribute significantly to the efficiency and 

resilience of the financial system [25]. Consequently, banks 

are now expected to foster positive workplace cultures that en-

hance employee comfort, commitment, and long-term career 

satisfaction. 
Job satisfaction and organizational culture have emerged as 

two critical constructs in organizational behavior and human 

resource management literature that strongly predict em-

ployee outcomes including motivation, commitment, turnover 

intention, and productivity [17, 33]. As such, understanding 

their influence on accounting employees' productivity offers 

valuable insights for human capital development and strategic 

workforce planning in accounting firms, finance departments, 

and public accounting institutions. Job satisfaction encom-

passes an employee’s affective orientation towards their job 

role and work environment. It includes multiple dimensions 

such as satisfaction with pay, promotion opportunities, super-

vision, coworkers, and the work itself [23]. For accounting 

employees, job satisfaction is not only about monetary com-

pensation but also recognition, workload manageability, ca-

reer advancement opportunities, and ethical climate. Recent 

studies underscore the strong correlation between job satisfac-

tion and employee performance in the financial sector. [42] 

found that accountants who reported higher levels of job sat-

isfaction demonstrated greater task efficiency and lower turn-

over intention. Similarly, a study by [12] in the UAE con-

cluded that satisfied accounting professionals exhibited higher 

levels of organizational commitment and productivity, partic-

ularly in firms with strong leadership and ethical policies. 

Moreover, job satisfaction mitigates job-related stress and 

burnout, which are prevalent among accounting professionals 

due to the repetitive and meticulous nature of their work [7]. 

Stress reduction, in turn, enhances concentration, accuracy, 

and creativity key components of productivity in accounting 

roles. Therefore, fostering job satisfaction is not just a matter 

of employee welfare but a strategic factor for boosting organ-

izational performance. 
Organizational culture refers to the set of shared values, 

norms, and practices that shape how work is done within an 

organization. It affects everything from communication styles 

to decision-making processes and reward systems [35]. In ac-

counting firms and finance departments, culture is a potent 

force that can either empower or inhibit employee productiv-

ity. A performance-oriented culture that emphasizes quality, 

integrity, and continuous improvement can positively influ-

ence accounting employees by aligning their personal values 

with organizational goals. Organizational cultures that bal-

ance flexibility and control of employees tend to produce the 

most effective outcomes [11]. Also, organizational culture has 

been described as a system of shared values that influences 

how organizational members perceive, think about, and react 

to organizational dynamics in diverse environments [20]. A 

recent study by [5] revealed that organizations with a clan or 

adhocracy culture are characterized by teamwork and innova-
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tion with reported higher employee satisfaction and produc-

tivity levels. Furthermore, organizational culture affects em-

ployee engagement and psychological safety, both of which 

are linked to productivity. Psychological safety where em-

ployees feel safe to take risks, voice concerns, and admit mis-

takes is particularly critical in accounting, where errors can 

have severe consequences. A study by [8] indicated that when 

employees perceived their organizational culture as support-

ive and ethical, they become more engaged and productive. 

The importance of organizational culture was also highlighted 

during the COVID-19 pandemic, which forced a rapid transi-

tion to remote and hybrid work models. Accounting firms that 

already had a strong culture of trust, autonomy, and digital 

agility adapted more successfully and maintained higher lev-

els of productivity [32]. [27] demonstrated that a strong or-

ganizational culture positively influences employee job satis-

faction, highlighting the role of shared values and norms in 

enhancing employees’ workplace attitudes and experiences. 

Thus, organizational culture not only shapes the daily experi-

ence of accounting employees but also determines their capac-

ity to adapt and thrive amid change. 
While job satisfaction and organizational culture inde-

pendently influence employee productivity, their interaction 

produces a synergistic effect. Employees are most productive 

when they are satisfied with their roles and simultaneously op-

erate within a culture that supports and aligns with their values. 

For instance, a satisfied employee in a toxic work culture may 

eventually become disengaged, while a positive culture with-

out job satisfaction may fail to fully motivate employees. Em-

pirical evidence supports this interdependency. A study by [4] 

using structural equation modeling demonstrated that organi-

zational culture moderates the relationship between job satis-

faction and performance among employee in multinational 

firms. Specifically, the impact of job satisfaction on produc-

tivity was stronger in cultures characterized by transparency, 

participation, and recognition. This implies that culture acts as 

a catalyst that amplifies or diminishes the productivity gains 

derived from job satisfaction. Moreover, organizational inter-

ventions aimed at enhancing productivity must take this dual 

influence into account. Training programs, performance man-

agement systems, and employee engagement initiatives are 

more effective when they are embedded in a coherent cultural 

framework and designed to enhance both satisfaction and 

alignment. Organizations that neglect either of these factors 

risk undermining their human capital potential. 
Despite the growing body of literature on job satisfaction 

and organizational culture, few studies have focused specifi-

cally on their combined predictive power in the context of ac-

counting employees. Most research in this area has either 

treated these variables in isolation or examined them in 

broader organizational settings such as healthcare, education, 

or manufacturing [28, 18]. As a result, there is a paucity of 

empirical data that accurately captures the unique pressures, 

expectations, and motivational drivers within the accounting 

profession. Furthermore, with the increasing adoption of arti-

ficial intelligence, automation, and data analytics in account-

ing practices, there is an urgent need to identify the human 

factors that can complement technological efficiency. Produc-

tivity is no longer a function of technical ability alone; it in-

creasingly depends on how well accounting professionals 

adapt to change, collaborate with others, and align with organ-

izational values. Therefore, a study that investigates the pre-

dictive relationship of job satisfaction and organizational cul-

ture on productivity is both timely and essential. Therefore, 

the productivity of accounting employees is a critical but com-

plex outcome influenced by an array of organizational and 

psychological factors. Among these, job satisfaction and or-

ganizational culture have emerged as particularly salient pre-

dictors, affecting not only how much employees produce but 

also how well they align with organizational goals. As ac-

counting continues to evolve in response to digital disruption 

and global pressures, understanding and leveraging these hu-

man-centric variables is essential for sustaining high levels of 

performance and innovation. This study, therefore, seeks to 

fill this gap by examining the predictive relationships between 

job satisfaction, organizational culture, and accounting em-

ployee productivity in the banking sector. 

1.1. Statement of the Problem 

In today’s dynamic and competitive business environment, 

the productivity of accounting employees plays a pivotal role 

in the overall success and sustainability of organizations. 

However, many financial organizations continue to experi-

ence suboptimal performance from their accounting work-

force, often resulting in financial inaccuracies, compliance is-

sues, and operational inefficiencies. Despite the strategic im-

portance of accounting functions, insufficient attention has 

been given to the internal factors that influence employees’ 

productivity, particularly job satisfaction and organizational 

culture. Yet, in many accounting departments, Job satisfaction 

organizational culture not effectively measured or leveraged 

to predict and improve employee productivity. Moreover, ex-

isting literature tends to examine these factors in isolation, of-

ten neglecting the complex interplay between job satisfaction 

and organizational culture in influencing productivity out-

comes. There is also a limited number of empirical studies fo-

cusing specifically on the accounting profession, despite its 

unique demands and regulatory responsibilities. This gap has 

led to a lack of data-driven strategies that managers and poli-

cymakers can employ to enhance productivity within account-

ing teams. Therefore, there is a pressing need to investigate 

the predictive relationship between employee productivity, 

job satisfaction, and organizational culture. Understanding 

this relationship is crucial for developing targeted interven-

tions that foster a motivated, efficient, and high-performing 

accounting workforce. This study seeks to address this gap by 

exploring how these two organizational variables can serve as 

predictors of productivity among accounting employees in the 
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banking sector. 

1.2. Objectives of the Study 

The primary objective of this study is to investigate the ex-

tent to which job satisfaction and organizational culture pre-

dict productivity among accounting employees. Specifically, 

the study aims to examine: 
1) The predictive impact of job satisfaction on accounting 

employee’s productivity. 
2) The predictive impact of organizational culture on ac-

counting employee’s productivity. 
3) The moderating effect of organizational culture on the 

relationship of job satisfaction and accounting em-

ployee’s productivity. 

1.3. Hypotheses 

H01: There is no significant predictive relationship between 

job satisfaction and accounting employee’s productivity. 
H02: There is no significant predictive relationship between 

organizational culture and accounting employee’s productiv-

ity. 
H03: There is no significant moderating effect of organiza-

tional culture on the relationship of job satisfaction and ac-

counting employee’s productivity. 

2. Methodology 

This study adopted a correlational and predictive research 

design using Multiple Regression and Structural Equation 

Modelling (SEM) technique to examine the predictive influ-

ence of job satisfaction and organizational culture on account-

ing employees’ productivity within the commercial banking 

sector in Nigeria. The predictive correlational and predictive 

research design was considered appropriate because the study 

sought not only to determine relationships but also to model 

and forecast productivity outcomes based on established or-

ganizational behaviour variables. SEM was employed due to 

its capability to assess both the measurement model (validity 

and reliability of constructs) and the structural model (causal 

and predictive relationships among latent variables) simulta-

neously. The target population comprised accounting employ-

ees working in commercial banks within the North-Central re-

gion of Nigeria. This group includes accountants, internal au-

ditors, financial analysts, and related accounting staff whose 

job functions are directly linked to financial reporting and per-

formance management. A population of 425 respondents was 

used for the study such that the sample size was not deter-

mined because the population was of a management size for 

the study. A purposive sampling technique was employed for 

the selection of the commercial banking sectors. Fifteen (15) 

commercial banks were purposively selected due to their 

broad regional coverage and organizational structure. While 

the individual respondents were randomly selected to respond 

to the questionnaire. The study relied primarily on primary 

data obtained through a structured questionnaire designed in 

five-point Likert format ranging from Strongly Disagree (1) 

to Strongly Agree (5). The instrument was divided into four 

sections: Section A: Demographic characteristics (gender, age, 

job position, years of experience) Section B: Items measuring 

Job Satisfaction adapted from the Minnesota Satisfaction 

Questionnaire (MSQ). Section C: Items measuring Organiza-

tional Culture was adapted from Denison’s Organizational 

Culture Scale [9]. Section D: Items assessing Accounting Em-

ployees’ Productivity derived and modified from the Em-

ployee Productivity Scale by [21]. The questionnaire was ad-

ministered both physically and electronically through Google 

Forms to ensure broad coverage and improve response rate. 

The questionnaire underwent expert validation by three spe-

cialists in business education, organizational behaviour, and 

psychometrics. Their input ensured that the items were clear, 

relevant, and consistent with the constructs under investiga-

tion. 

2.1. Validity and Reliability 

A pilot test was conducted using 30 accounting staff from a 

commercial bank not included in the main study to evaluate 

item clarity and response consistency. Construct validity was 

assessed using Confirmatory Factor Analysis (CFA) in 

AMOS. Indicators with factor loadings below 0.50 were not 

eliminated which does not affect the scale integrity. Average 

Variance Extracted (AVE) and Composite Reliability (CR) 

were computed to assess convergent validity and reliability. 

AVE values above 0.50 and CR values exceeding 0.70 indi-

cated high and satisfactory construct validity and reliability. 

The internal consistency of each construct was tested using 

Cronbach’s alpha. Thresholds of 0.70 and above were ac-

cepted as indicators of reliable scales (Nunnally & Bernstein, 

1994). The pilot test yielded Cronbach’s alpha coefficients as 

follows: Job Satisfaction (0.83), Organizational Culture (0.82), 

and Accounting Employees’ Productivity (0.88), confirming 

high internal reliability. 

2.2. Method of Data Analysis 

The collected data were coded and analyzed using SPSS 

version 23 and AMOS version 23. Data analysis proceeded in 

three major phases. Descriptive Analysis: Frequencies were 

computed to summarize demographic characteristics and 

item-level responses. Measurement Model Assessment: Con-

firmatory Factor Analysis (CFA) was conducted to evaluate 

the reliability and validity of the latent constructs. Model fit 

was determined using indices such as χ²/df (<3.0), Compara-

tive Fit Index (CFI > 0.90), Tucker-Lewis Index (TLI > 0.90), 

Root Mean Square Error of Approximation (RMSEA < 0.08), 

and Standardized Root Mean Square Residual (SRMR < 0.08). 

Structural Model Analysis: Structural Equation Modelling 

(SEM) was employed to test the hypothesized relationships 
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and predictive effects of Job Satisfaction and Organizational 

Culture on Accounting Employees’ Productivity. The strength 

and significance of the path coefficients were evaluated to de-

termine predictive relationships. The coefficient of determina-

tion (R²) was used to assess the proportion of variance in 

productivity explained by the predictor variables. 

 

3. Results and Interpretation 

This section presents the results of the Structural Equation 

Modeling (SEM) analysis conducted using AMOS software. 

The model examined the predictive influence of Job Satisfac-

tion (JS) and Organizational Culture (OC) on Accounting Em-

ployees’ Productivity (AEP). Confirmatory Factor Analysis 

(CFA) was first conducted to assess the measurement model, 

followed by the structural model evaluation. 

3.1. Measurement Model (Confirmatory Factor Analysis) 

 
Figure 1. Confirmatory Factor Analysis (CFA) of the Model. 

The CFA was performed to validate the constructs’ reliabil-

ity and validity. Each construct (Job Satisfaction, Organiza-

tional Culture, and Accounting Employees’ Productivity) was 

measured by multiple indicators. The standardized factor 

loadings, composite reliability (CR), and average variance ex-

tracted (AVE) were computed. 
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Table 1. Standardized Factor Loadings, Composite Reliability (CR), and Average Variance Extracted (AVE). 

Variable Construct Indicators Cumulative Factor Loadings CR AVE 

Job Satisfaction 5 3.52 0.83 0.51 

Organizational Culture 6 3.93 0.82 0.44 

Accounting Employees’ Productivity 8 5.76 0.88 0.44 

 

The table presents the results of factor loadings, Composite 

Reliability (CR), and Average Variance Extracted (AVE) for 

three constructs: Job Satisfaction, Organizational Culture, and 

Accounting Employees’ Productivity. The factor loadings for 

the indicators of job satisfaction are all above the minimum 

acceptable value of 0.50, indicating that each item contributes 

meaningfully to the variable construct. The Composite Relia-

bility (CR = 0.83) exceeds the 0.70 benchmark, suggesting 

good internal consistency among the items. The Average Var-

iance Extracted (AVE = 0.51) is slightly above 0.50, showing 

that over half of the variance in the indicators is explained by 

the latent construct. Thus, Job Satisfaction demonstrates ac-

ceptable convergent validity and reliability. Furthermore, the 

factor loadings for five (5) indicators of organizational Culture 

are above the minimum acceptable value of 0.50, which indi-

cates decent item reliability. However, one item with the value 

of 0.49 moderately contributed meaningfully to the variable 

construct. The Composite Reliability (CR = 0.82) also exceeds 

the threshold of 0.70, confirming high internal consistency. 

The AVE value (0.44) is slightly below 0.50, implying that the 

construct explains a moderate portion of variance in its indi-

cators. Therefore, Organizational Culture exhibits moderate 

convergent validity and strong reliability. For Accounting 

Employees’ Productivity, six (6) indicators have high factor 

loadings, indicating strong representation of the construct. 

However, two indicators have low factor loadings for the De-

pendent Variable (DV) construct. The Composite Reliability 

(CR = 0.88) shows a very good reliability, far exceeding the 

0.70 criterion. The AVE (0.44) indicates that 44% of the var-

iance in the items is captured by the construct, demonstrating 

moderate convergent validity. Hence, Accounting Employees’ 

Productivity has good reliability and moderately accepted va-

lidity. 

3.2. Structural Model and SEM Path Diagram 

The structural model was evaluated to test the hypothesized 

relationships among the constructs. The standardized path co-

efficients, standard errors, critical ratios, and p-values are 

shown below. Figures 2 and 3 below presents the AMOS-gen-

erated path diagram for the hypothesis 1, 2 and 3, illustrating 

the standardized regression weights and the direction of rela-

tionships among constructs. 

 
Figure 2. Structural equation model of job satisfaction, organizational culture and employee’s productivity. 
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Figure 3. Structural equation model of combined variables of job satisfaction, organizational culture and employee’s productivity. 

Table 2. Multiple Regression Analysis of Predictive Influence of Job Satisfaction (JS) and Organizational Culture (OC) on Employees' Produc-

tivity. 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. 

Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

(Constant) 1.263 .135  9.364 .000   

JS .166 .039 .188 4.260 .000 .833 1.200 

OC .420 .041 .455 10.285 .000 .833 1.200 

Note. p <.001, JS – job satisfaction, OC – organizational culture and AEP – Accounting Employees’ productivity. 

The model summary presented in the table indicates that 

both independent variables significantly contribute to predict-

ing employee productivity. The Regression Coefficients indi-

cated that constant (β₀ = 1.263, p <.001) which represents the 

estimated level of employee productivity when both JS and 

OC are held at zero. Its significance indicates that the model 

has a meaningful intercept. Job Satisfaction (JS) shows a pos-

itive and statistically significant effect on employee produc-

tivity (B = 0.166, t = 4.260, p <.001). This implies that a one-

unit increase in job satisfaction leads to a 0.166-unit increase 

in employee productivity, holding organizational culture con-

stant. The standardized coefficient (Beta = 0.188) suggests 

that JS has a moderate relative contribution to explaining 

productivity compared to OC. Organizational Culture (OC) 

also has a strong and statistically significant effect on em-

ployee productivity (B = 0.420, t = 10.285, p <.001). This 

means that a one-unit increase in organizational culture leads 

to a 0.420-unit increase in productivity when job satisfaction 

is controlled. Its standardized coefficient (Beta = 0.455) indi-

cates that OC has a stronger predictive impact on employee 

productivity than job satisfaction within the model. Tolerance 

= 0.833 and VIF = 1.200 for both variables indicate no multi-

collinearity issues. Such that VIF values below 10 (and ideally 

below 2) show that the predictors are independent and do not 

distort the regression estimates. The regression results clearly 

show that both Job Satisfaction and Organizational Culture 

significantly and positively predict employees' productivity. 

Organizational Culture is the stronger predictor, contributing 

more substantially to variations in productivity than job satis-

faction. The model is statistically sound, with no multicollin-

earity concerns. 
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Table 3. Structural Path Coefficients. 

Path Estimate S. E. C. R. P 

Job Satisfaction → Employees Productivity 0.21 0.04 3.09 0.002* 

Organizational Culture → Employees Productivity 0.36 0.04 4.50 0.000* 

 

The results of the structural path analysis, as presented in 

Table 3, indicate that both Job Satisfaction and Organizational 

Culture significantly predict Employees’ Productivity. The 

path coefficient (β) between Job Satisfaction and Employees’ 

Productivity was estimated at 0.21, with a standard error (S. 

E.) of 0.04, a critical ratio (C. R.) of 3.09, and a p-value of 

0.002. Since the critical ratio exceeds ±1.96 and the p-value is 

less than 0.05, this relationship is statistically significant. 

Hence, the null hypothesis (H1) which states that there is no 

significant predictive relationship between job satisfaction 

and accounting employee’s productivity is rejected since the 

p-value is below 0.05. This finding implies that higher levels 

of job satisfaction among employees are associated with im-

proved productivity. In other words, when employees feel ful-

filled and content with their work, their performance and out-

put tend to increase accordingly. 

Similarly, the relationship between Organizational Culture 

and Employees’ Productivity showed a path coefficient (β) of 

0.36, a standard error (S. E.) of 0.04, a critical ratio (C. R.) of 

4.50, and a p-value of 0.000. This result is also statistically 

significant, indicating that a strong and positive organizational 

culture contributes meaningfully to enhanced employee 

productivity. Hence, the hypothesis (H2) which states that 

there is no significant predictive relationship between organi-

zational culture and accounting employee’s productivity is re-

jected since the p-value is below 0.05. The magnitude of the 

coefficient (β = 0.36) suggests that Organizational Culture ex-

erts a stronger influence on productivity than Job Satisfaction 

(β = 0.21). This means that employees who work in an envi-

ronment characterized by shared values, supportive leadership, 

teamwork, and open communication are more likely to 

demonstrate higher productivity levels. Therefore, these find-

ings reveal that both Job Satisfaction and Organizational Cul-

ture are significant predictors of Employees’ Productivity, 

with Organizational Culture having a relatively greater predic-

tive power. 

Table 4. Structural Path Coefficients. 

Path Estimate S. E. C. R. P 

OC. <--> JS. .397 .063 6.285 0.000* 

The result of the structural path analysis revealed a signifi-

cant positive association between Organizational Culture (OC) 

and Job Satisfaction (JS), as shown in Table 4. The estimated 

path coefficient between OC and JS was 0.397, with a stand-

ard error (S. E.) of 0.063, a critical ratio (C. R.) of 6.285, and 

a p-value of 0.000. Since the critical ratio exceeds the thresh-

old value of ±1.96 and the p-value is less than 0.05, the result 

indicates that the relationship is statistically significant. The 

positive estimate (β = 0.397) suggests that an improvement in 

Organizational Culture is associated with an increase in em-

ployees’ Job Satisfaction. This implies that employees who 

perceive their organization as supportive, participative, and 

well-structured are more likely to derive satisfaction from 

their work. The magnitude of the coefficient further indicates 

a moderately strong correlation between the two constructs, 

signifying that Organizational Culture plays an essential role 

in shaping employees’ satisfaction levels. 

Table 5. Result of the Structural Model (Hypotheses Testing). 

Hypothesis Relationship Sample Mean (M) Std Dev. t- Values Sig. Decision F2 R2 

H01 JS → EP 2.97 1.08 4.260 .000 Opposed 68.916 0.140 

H02 OC → EP 2.99 1.03 10.285 .000 Opposed 95.881 0.312 

H03 OC x JS →EP 3.01 0.95 0.396 .692 Supported 63.846 0.313 

 

The structural model was evaluated using path significance (Sig. values), effect sizes (f²), and coefficients of determina-
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tion (R²). Hypotheses were assessed at a 0.05 level of signifi-

cance, with statistically significant paths identified where p 

<.05. 
H01: There is no significant predictive relationship between 

job satisfaction and accounting employee’s productivity. 
The structural path from job satisfaction to employee 

productivity was found to be statistically significant (t = 4.260, 

Sig. =.000, p <.05). This indicates that job satisfaction exerts 

a significant positive influence on employee productivity 

within the model. Consequently, the hypothesized relation-

ship was supported, and the null hypothesis was rejected. The 

effect size (f² = 68.916) suggests a substantial contribution of 

job satisfaction to employee productivity, indicating that job 

satisfaction meaningfully enhances the predictive power of 

the model. Furthermore, the R² value of 0.140 implies that job 

satisfaction explains 14.0% of the variance in employee 

productivity, which represents a moderate level of explanatory 

power in behavioral research. 
H02: There is no significant predictive relationship between 

organizational culture and accounting employee’s productiv-

ity. 
The path linking organizational culture to employee 

productivity was also statistically significant (t = 10.285, Sig. 

=.000, p <.05), confirming that organizational culture is a 

strong predictor of employee productivity. As such, the null 

hypothesis was rejected, and the hypothesized direct relation-

ship was empirically supported. The effect size (f² = 95.881) 

indicates a very large effect, demonstrating that organizational 

culture makes a dominant contribution to explaining em-

ployee productivity. Additionally, the R² value of 0.312 shows 

that organizational culture accounts for 31.2% of the variance 

in employee productivity, reflecting a substantial explanatory 

capacity of the structural model. 
H03: There is no significant moderating effect of organiza-

tional culture on the relationship of job satisfaction and ac-

counting employee’s productivity. 
The interaction effect between job satisfaction and organi-

zational culture on employee productivity was found to be sta-

tistically not significant (t = 0.396, Sig. =.692, p >.05). This 

result indicates that organizational culture does not signifi-

cantly moderate the relationship between job satisfaction and 

employee productivity. Therefore, the null hypothesis was not 

rejected, and the moderating hypothesis was not supported. 

Despite the interaction model yielding an R² value of 0.313, 

indicating a marginal increase in explained variance, the ab-

sence of statistical significance suggests that the observed in-

crease does not translate into a meaningful moderating effect. 

Thus, organizational culture influences employee productivity 

primarily through its direct effect rather than through interac-

tion with job satisfaction. Therefore, the structural model 

demonstrates that job satisfaction and organizational culture have 

significant and substantial direct effects on employee productiv-

ity, with organizational culture exhibiting the stronger predictive 

influence. However, the hypothesized moderating role of organi-

zational culture is not supported, indicating that the effect of job 

satisfaction on employee productivity remains consistent regard-

less of variations in organizational culture. 

4. Discussion of Findings 

The findings indicate that both Job Satisfaction and Organ-

izational Culture are strong predictors of Accounting Employ-

ees’ Productivity. Employees who experience satisfaction in 

their job roles are likely to demonstrate higher levels of effi-

ciency and commitment. Moreover, a supportive organiza-

tional culture enhances teamwork, communication, and moti-

vation, which collectively improve overall productivity. These 

findings align with previous studies emphasizing the role of 

internal motivation and cultural alignment in boosting em-

ployee performance. The relationship between employee 

productivity and job satisfaction has been a focal point of re-

cent research, emphasizing various factors that influence this 

dynamic. [2] highlight that employee well-being and work-life 

balance significantly impact job satisfaction, particularly 

within healthcare settings, with organizational citizenship be-

havior serving as a moderating factor. This suggests that fos-

tering a supportive work environment can enhance employee 

satisfaction, which in turn may boost productivity. Similarly, 

[34] explores how workaholism and work engagement influ-

ence employee stress and satisfaction levels. Their findings 

indicate that while workaholism is associated with negative 

outcomes such as increased stress and reduced satisfaction, 

higher work engagement correlates positively with job and life 

satisfaction. This underscores the importance of promoting 

engagement over excessive work tendencies to improve over-

all productivity. The advent of digital tools during the 

COVID-19 pandemic has also been examined for its impact 

on job satisfaction and productivity. [22] found that the use of 

collaborative digital platforms during lockdown periods af-

fected teleworkers' subjective well-being and productivity. 

The study identified different profiles of teleworkers based on 

their usage patterns, suggesting that effective digital tool uti-

lization can enhance job satisfaction and productivity even in 

remote work contexts. 
Psychological factors such as psychological contract fulfill-

ment have been shown to influence job outcomes. A study by 

[13] demonstrated that fulfillment of psychological contracts 

in academic environments positively affects job satisfaction, 

which can subsequently influence employee performance. 

This indicates that perceived fairness and fulfillment of expec-

tations are crucial for maintaining high productivity levels. 

Furthermore, motivation and teamwork are critical determi-

nants of organizational productivity. Also, [19] concluded that 

employee motivation, particularly through teamwork, signifi-

cantly enhances performance. Similarly, [24] identified job 

satisfaction as a key factor influencing employee performance 

within the construction industry, emphasizing the importance 

of job-related factors in driving productivity. Job insecurity 

has also been linked to decreased job satisfaction and organi-
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zational commitment. A study by [38] found that job insecu-

rity negatively impacts job satisfaction, which mediates its ef-

fect on organizational commitment, thereby potentially reduc-

ing productivity. This highlights the need for job stability to 

foster satisfaction and enhance performance. The role of work 

facilities, compensation, and leadership styles in shaping job 

satisfaction has been explored as well. [6] reported that work 

facilities and compensation positively influence job satisfac-

tion, with leadership style acting as a moderating factor [8]. 

Similarly, [10] emphasized that family supportive supervisor 

behaviors can mitigate work-family conflict, thereby improv-

ing work-life balance and job satisfaction, which are essential 

for maintaining high productivity. Finally, psychological 

well-being factors such as meaning in life and psychological 

flexibility have been identified as mediators in the relationship 

between occupational stress and job satisfaction. [40] demon-

strated that these psychological resources can buffer the neg-

ative effects of stress, leading to higher job satisfaction and 

better performance. 
Furthermore, the reviewed literature consistently indicates 

that multiple interconnected factors including well-being, 

work engagement, digital tool usage, psychological contract 

fulfillment, motivation, job security, supportive leadership, 

and psychological resilience play vital roles in enhancing em-

ployee job satisfaction, which in turn positively influences 

productivity. Addressing these factors holistically can lead to 

improved organizational performance and employee out-

comes. The relationship between organizational culture and 

employee productivity has garnered significant attention in re-

cent research, emphasizing its pivotal role in shaping work-

place outcomes. A study by [26] highlights that social media 

utilization within public sector hospitals enhances employee 

engagement and productivity by facilitating knowledge shar-

ing and fostering a collaborative culture. This suggests that a 

culture supportive of open communication and technological 

integration can positively influence employee performance. 

Similarly, [36] investigates how organizational culture, along-

side job stress and promotion opportunities, impacts employee 

productivity in a corporate setting. The findings indicate that 

a conducive organizational culture can mitigate stress and pro-

mote motivation, thereby improving productivity. [39] further 

support this by demonstrating that organizational culture, 

combined with leadership style and work discipline, signifi-

cantly affects employee performance, underscoring the im-

portance of a strong cultural framework. In the same vein, [41] 

emphasizes that effective organizational management, which 

encompasses cultural elements, has a noticeable positive ef-

fect on employee efficiency. The study suggests that manage-

ment practices aligned with a supportive organizational cul-

ture can enhance productivity levels. Additionally, [3] identi-

fies digital literacy and facilitating conditions components of 

organizational culture as critical factors that significantly in-

fluence employee productivity, indicating that cultural adap-

tation to technological advancements is vital. This finding 

aligns with studies of [14, 30] which established that favorable 

organizational cultures which is characterized by effective 

communication, shared values, and supportive leadership that 

enhance employees’ sense of belonging and satisfaction at 

work. The result also aligns with recent studies [14], which 

emphasize that cultivating a supportive organizational culture 

and enhancing job satisfaction are vital strategies for improv-

ing employee performance and organizational success. 
Therefore, the result emphasizes the need for management 

to promote a positive and adaptive culture to sustain high lev-

els of job satisfaction and improve overall organizational out-

comes. The mediating role of organizational culture is also ev-

ident in [15], who explore how culture influences the effec-

tiveness of induction and on-the-job training on employee per-

formance. Their findings suggest that a positive organizational 

culture enhances training outcomes and, consequently, 

productivity. Furthermore, [1] proposes a multilevel model for 

organizational productivity management, emphasizing that 

cultivating an appropriate organizational culture is essential 

for improving profitability, customer satisfaction, and em-

ployee morale. Overall, these studies collectively underscore 

that organizational culture is a fundamental determinant of 

employee productivity. A culture that promotes open commu-

nication, technological adaptation, effective management 

practices, and supportive training environments can signifi-

cantly enhance employee performance and organizational suc-

cess. 

5. Conclusion 

The research paper investigates how job satisfaction and or-

ganizational culture predict the productivity of accounting 

employees in the banking sector. The study is driven by the 

increasing need for banks to enhance employee output and 

maintain competitive advantage in a rapidly changing finan-

cial environment. Accounting personnel play a critical role in 

financial reporting, internal control, compliance, and deci-

sion-making support; hence, understanding the factors that in-

fluence their productivity is essential. The study adopts a 

quantitative research design, collecting data from accounting 

employees across selected banks. Structured questionnaires 

measuring job satisfaction (e.g., pay, promotion, supervision, 

work environment), organizational culture (e.g., values, 

norms, teamwork, communication), and employees’ produc-

tivity (e.g., quality of work, timeliness, accuracy, organiza-

tional contribution) were administered. Statistical tools such 

as regression analysis/structural equation modelling were used 

to assess the predictive relationships among the variables. The 

study concludes that both job satisfaction and organizational 

culture are crucial to predicting accounting employees’ 

productivity. It recommends that bank management should in-

vest in strategies that enhance employee satisfaction such as 

fair remuneration, employee development, and improved 

working conditions as well as strengthen organizational cul-

ture through effective leadership, transparent communication, 
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and teamwork-oriented practices. Generally, the research pro-

vides valuable insights for policymakers, bank managers, and 

human resource (HR) professionals aiming to boost produc-

tivity among accounting employees by prioritizing both indi-

vidual and organizational-level factors. 
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