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Abstract 

This study examines the influence of organizational culture on human resource management 

(HRM) in small and medium-sized new energy enterprises in Jinan City, Shandong Province, 

China, with employee satisfaction serving as a mediating variable. A quantitative research 

methodology was employed using survey data collected from 220 valid respondents. The data 

were analysed using Pearson correlation analysis, and mediation analysis. The findings 

indicate that organizational culture has a significant positive effect on HRM. In addition, 

employee satisfaction was found to partially mediate the relationship between organizational 

culture and HRM. These results suggest that a supportive organizational culture may 

contribute to improved HRM effectiveness through enhanced employee satisfaction. This 

study contributes to the existing literature by providing empirical evidence from the context 

of SMEs in China’s new energy sector and offers practical insights for organizations seeking 
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to strengthen HRM practices through organizational culture development. 

Keywords: Human resource management, Employee satisfaction, Organizational culture 

1. Introduction 

Human Resource Management (HRM), as a key component of organizational strategy, 

focuses on designing and implementing systematic personnel policies and practices to 

maximize employee performance and development in support of overall organizational goals 

(Anwar & Abdullah, 2021). In small and medium-sized enterprises (SMEs), where resources 

and management capabilities are relatively limited, the role of HRM becomes particularly 

critical. It not only determines whether a company can attract, retain, and motivate talent, but 

also directly influences the formation and sustainability of its competitive advantage (Miah & 

Hafid, 2019). With the advancement of globalization and digitalization, there is an increasing 

demand for flexible, efficient, and people-oriented management models. Organizational 

culture is regarded as a core driving force in shaping and strengthening the effectiveness of 

HRM. A positive organizational culture can enhance employees' sense of belonging and 

organizational identification, thereby playing a vital role in various HR functions such as 

recruitment, training, performance evaluation, and career development (Lu et al., 2023; 

Botelho, 2020). While prior research has examined the relationship between organizational 

culture and HRM practices, much of this work has focused on large enterprises or 

multinational corporations. Consequently, relatively fewer studies have systematically 

explored how organizational culture shapes HRM practices and the underlying mechanisms 

of this relationship within the context of SMEs. 

Firstly, a positive organizational culture provides a clear value orientation for HRM policies, 

enabling employees to develop a strong sense of identification with organizational goals and 

behavioral standards throughout recruitment, training, performance appraisal, and career 

development processes (Paais & Pattiruhu, 2020). For example, Botelho (2020) found in an 

empirical study that when cultural fit is high, employees show significantly greater 

acceptance of performance evaluation and promotion systems, thereby enhancing the 

effectiveness of policy implementation. Additionally, Joseph & Kibera (2019) emphasized 

that organizational culture fosters a climate of trust and team collaboration, which boosts 

employee engagement and organizational cohesion, thereby supporting the implementation of 

various HRM practices. 

Secondly, research has increasingly focused on the pathways through which organizational 

culture affects employee satisfaction. Employee satisfaction is generally defined as a 

comprehensive indicator reflecting employees' subjective evaluations of their work 

environment, compensation and benefits, career development opportunities, and 

organizational atmosphere (Miah & Hafid, 2019). Existing literature widely agrees that 

supportive and learning-oriented cultures foster a positive work environment, thus improving 

employee satisfaction (Lu et al., 2023). Specifically, culture-driven training programs and 

open communication channels help employees perceive the organization's concern for their 

growth and well-being, which enhances their work engagement and organizational loyalty. 

Alshammari (2020) found that culture-oriented training and career development opportunities 
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significantly boosted employee satisfaction, which may support subsequent performance 

management and talent retention.  

Thirdly, the mediating role of employee satisfaction between organizational culture and HRM 

effectiveness has emerged as a key research focus. Oseghale et al. (2022) using cross-industry 

and multinational enterprise samples, have confirmed the partial mediating effect of 

satisfaction in this relationship. Studies (Joseph & Kibera, 2019; Lu et al. 2023) have shown 

that organizational culture enhances employee satisfaction, which in turn improves 

employees' acceptance and implementation of HRM policies, forming a positive feedback 

loop. However, other studies (Mira et al., 2019; Singh & Pandey, 2020) have noted that this 

mediating effect varies significantly across industries and organizational sizes. For instance, 

Mira et al. (2019), in an empirical study of port management employees using survey-based 

quantitative analysis, found that although organisational culture was positively associated 

with organisational performance, job satisfaction did not significantly mediate the 

relationship between organisational culture and HRM outcomes. Similarly, Singh and Pandey 

(2020), in their study of green performance management practices within environmentally 

oriented organisations, employed regression-based analysis and reported no significant 

mediating effect of employee satisfaction. Their findings suggest that in certain organisational 

contexts, other factors such as leadership style or employee autonomy may exert a more 

direct influence on HRM outcomes. 

In summary, although prior research has examined the roles of organisational culture and 

employee satisfaction in influencing HRM effectiveness, the findings remain 

context-dependent and further research is needed to clarify how these relationships operate 

across different organisational settings. First, most empirical studies focus on large 

enterprises or multinational corporations, and there is a lack of systematic investigation into 

how organizational culture influences HRM in small and medium enterprises (SMEs) 

particularly those with limited resources and underdeveloped management systems. Second, 

regarding the mediating role of employee satisfaction, current research often centers on 

specific industries or single cultural contexts, and the generalizability of these findings 

remains to be further validated. Lastly, as the new energy industry continues to evolve rapidly, 

small and medium-sized enterprises (SMEs) operating in this sector face distinctive 

challenges, including accelerated technological change and intensified competition for skilled 

talent, which may significantly influence their HRM practices and organisational culture 

dynamics. There is an urgent need to develop management mechanisms that align with the 

specific characteristics of this industry, yet current studies (Mira et al., 2019; Lu et al., 2023) 

have not fully integrated industry features into theoretical models to explore their concrete 

implications for HRM practices. 

Therefore, an in-depth exploration of how organisational culture influences HRM through 

employee satisfaction within small and medium-sized enterprises (SMEs) operating in the 

new energy industry is particularly valuable. Although prior research has examined the 

relationships between organisational culture, employee satisfaction, and HRM practices, 

relatively limited attention has been given to how these dynamics operate within SMEs in this 

rapidly evolving sector. Given the industry’s distinctive characteristics such as rapid 



Business and Economic Research 

ISSN 2162-4860 

2026, Vol. 16, No. 3 

http://ber.macrothink.org 19 

technological change, strong competition for specialized talent, and resource constraints 

faced by SMEs, understanding these mechanisms may help address existing research gaps 

while providing both theoretical insights and practical guidance for enterprises seeking to 

optimize management practices and improve organizational performance. 

2. Literature Review 

Organizational culture is widely recognized as a key factor influencing the way organizations 

operate, especially in SMEs where its role in HRM is more significant. Existing research 

suggests that a positive organizational culture can effectively shape employees’ behavioral 

patterns and values, thereby enhancing their identification with organizational policies and 

management practices (Acosta-Prado et al., 2020). A favorable culture not only enhances 

employees' acceptance of performance appraisal, training systems and incentives, but also 

facilitates the successful implementation of HR strategies (Mahapatro, 2021; Paauwe & Boon, 

2018). However, the impact of organizational culture on HRM does not always show a 

consistent positive effect. Some scholars have pointed out that employees' willingness to 

participate in HRM systems tends to be lower in cultures with more authoritative or 

significant hierarchical structures, which in turn weakens the effectiveness of policy 

implementation (Stahl et al., 2020). In addition, the organizational cultures of SMEs show 

diversity in practice due to differences in regional and industry characteristics, and this 

variability also allows for significant variation in the specific paths of cultural influence on 

HRM. For example, Triana et al. (2021) found that a culture that promotes diversity and 

inclusion is more conducive to talent attraction and retention in innovation-oriented SMEs. 

Overall, although it is widely recognized that organizational culture plays a key role in 

promoting the effective implementation of HRM, in the organizational form of SMEs, 

different types of cultural styles, leadership styles and employee interaction patterns may 

work together in a complex way to contribute to the effectiveness of HRM. Therefore, to 

reveal the specific mechanisms by which organizational culture affects HRM in SMEs, it is 

necessary to conduct more in-depth and contextualized empirical research in the context of 

specific regions and industries.  

Employee satisfaction, as one of the core variables in organizational behavior research, is 

widely regarded as an important bridge between organizational culture and managerial 

effectiveness (Garmendia et al., 2021). It has been shown that positive types of organizational 

cultures, such as supportive and learning cultures, can significantly increase employee 

satisfaction, which in turn enhances employee acceptance and cooperation with human 

resource management (HRM) systems (Sharma et al., 2023). In organizations with a 

supportive organisational culture and effective communication mechanisms, employees are 

more likely to endorse HRM practices such as performance management, fair pay, and career 

development (Lopez-Cabrales & Valle-Cabrera, 2020). In recent years, there has been a 

growing interest in the moderating and mediating role of employee satisfaction in HRM 

systems. Suwarnajote and Mekhum (2020) suggest that when employees are highly identified 

with the organizational culture, the implementation of HRM strategies is smoother, which in 

turn contributes to overall organizational performance. This mediating mechanism is 

particularly critical in SMEs, where HR systems are often poorly structured and implemented, 
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and where employee satisfaction can go some way to mitigating the resulting uncertainty and 

inefficiency. However, there are also studies that question the mediating effect of employee 

satisfaction. Some scholars have argued that in SMEs with limited resources and flat 

organizational structures, even with a positive organizational culture, employee satisfaction 

may still be at a low level due to insufficient remuneration or limited career development 

(Gigauri, 2020). In addition, the effect of organizational culture on employee satisfaction may 

also be moderated by individual employee characteristics (e.g., age, gender, position 

hierarchy, etc.), which further adds to the complexity of the study. Therefore, when analyzing 

the mediating role of employee satisfaction, the possible interaction effects with other 

variables need to be considered comprehensively. In summary, although existing studies have 

preliminarily verified the mediating path of employee satisfaction between organizational 

culture and HRM, systematic empirical tests for the SME context are still insufficient.  

In SMEs, organizational culture often influences management practices through informal 

mechanisms, and its high degree of flexibility and adaptability makes human resource 

management (HRM) strategies significantly different from those of large firms. Although 

some research (Botelho, 2020; Lam et al., 2021; Paais & Pattiruhu, 2020) has been conducted 

to explore the relationship between organizational culture and HRM, most of the studies have 

focused on Western economies, and there is still a lack of in-depth exploration of the cultural 

characteristics and management mechanisms of SMEs in the context of emerging markets 

such as China (Majam & Jarbandhan, 2022). Especially in the context of rapid globalization 

and digitalization, SMEs are facing increasingly complex management challenges, and 

traditional HRM models and cultural mechanisms need to be adapted to better cope with the 

rapid changes in the external environment and the limited internal resources. In addition, 

along with the trend of cultural diversity and increasingly pluralistic employee values, the 

influence of organizational culture on HRM is becoming more and more context-dependent. 

Under the current organizational development orientation that emphasizes inclusive 

management and employee experience (Finnegan, 2021), SMEs need to build an 

employee-centered culture to stimulate employee motivation and organizational loyalty in 

order to enhance overall management effectiveness. Therefore, systematically exploring the 

path of organizational culture on human resource management and incorporating employee 

satisfaction into the analysis framework of mediating variables not only helps to deepen the 

theoretical understanding of the field, but also has important practical guidance significance. 

This study aims to offer theoretical insights and practical implications, from a cultural 

perspective, that may assist SMEs in strengthening the effectiveness and sustainability of 

their HRM systems. 

3. Method 

This study adopts a quantitative method to systematically examine the impact of 

organizational culture on human resource management in SMEs, as well as the mediating role 

of employee satisfaction. A quantitative approach is chosen to test causal relationships 

objectively through structured questionnaires and statistical analysis. This method also 

enhances the reliability, validity, and reproducibility of the findings. Based on the theoretical 

model constructed from the literature review, organizational culture is set as the independent 
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variable, employee satisfaction as the mediator variable, and human resource management as 

the dependent variable, which involves the following conceptual framework and two 

hypotheses:  

H1: There is a positive and significant relationship between organizational culture and human 

resource management;  

H2: Employee satisfaction significantly mediates the relationship between organizational 

culture and human resource management.  

 

Figure 1. Conceptual framework 

 

For sample selection, this study focuses on small and medium-sized enterprises in Jinan City, 

Shandong Province, especially representative enterprises in the new energy automobile 

industry. Judgement sampling was used because the study required respondents who possess 

specific characteristics and relevant experience related to the research topic. By selecting 

active employees from enterprises that match the industry background and size characteristics 

relevant to the study, the researcher was able to obtain more meaningful and reliable 

information. This method is appropriate when the researcher intends to target respondents 

who are knowledgeable and capable of providing accurate insights regarding organizational 

culture, employee satisfaction, and human resource management practices within the selected 

enterprises. Participants were required to meet the conditions of having worked continuously 

in the enterprises for more than six months and being over 18 years old, in order to ensure a 

full understanding of organisational culture and human resource management practices. A 

total of 300 questionnaires were distributed, of which 267 responses were collected, 

representing a response rate of 89.0%. Among the collected responses, 220 were identified as 

valid questionnaires, indicating a valid response rate of 82.4% based on the returned 

questionnaires, or 73.3% based on the total questionnaires distributed. As such, the sample 

size meets the requirement for statistical efficacy while also taking into account the quality 

and reliability of the data collected. 

In terms of measurement tools, the study used a five-point Likert scale to quantify the three 

core variables: the Organisational Culture Scale (adapted from Lam et al., 2021) covering 

collaborative atmosphere, trust mechanism and learning culture; the Employee Satisfaction 

Scale (referenced from Anh, 2021) including pay, working conditions, co-worker relationship 
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and job content satisfaction; the Human Resource Management Scale (borrowed from 

Dobrosavljević & Urošević, 2020) focuses on training and development, performance 

appraisal and incentives. A five-point Likert scale is commonly used because it is simple, 

reliable, and easy for respondents to understand. It allows respondents to express varying 

degrees of agreement or disagreement while reducing confusion and response fatigue. 

Additionally, the scale provides sufficient variation for statistical analysis and improves the 

consistency and comparability of responses. The inclusion of a neutral midpoint also enables 

respondents to provide balanced opinions when they do not strongly agree or disagree with a 

statement. The questionnaire was pilot-tested with a sample of 30 people before formal 

distribution to verify the clarity of the formulation of the entries and to make the necessary 

adjustments to improve the reliability and validity. 

The data were collected using an online questionnaire, which was distributed and managed 

through the ‘Questionnaire Star’ platform. The online survey not only has a wide coverage 

and low cost, but also supports real-time monitoring and data export, which helps to improve 

the response rate and data quality. The data collection took three weeks, with debugging and 

pre-testing of the questionnaire completed in the first week, large-scale distribution and 

real-time follow-up in the second week, and recovery and export of cleaned data at the end of 

the third week. In the end, 220 valid samples provided a solid foundation for subsequent 

analyses. 

In the data analysis stage, the study first conducted Cronbach's α internal consistency test and 

exploratory factor analysis using SPSS 27 to assess the reliability and convergent validity of 

the scale. In order to explore the direct effect of organisational culture on HRM and its 

indirect effect through employee satisfaction. The test of mediating effect was conducted by 

using Model 4 in the SPSS macro-procedure Process to validate the analysis of the mediating 

role of employee satisfaction between organisational culture and human resource 

management according to the methodology of Bootstrap provided by Hayes (2008). The 

analysis was conducted by using Model4 in the SPSS macro-procedure Process. This 

analytical process can test the direct effect of organisational culture in Hypothesis 1 as well as 

reveal the mediating mechanism of employee satisfaction in Hypothesis 2, which provides 

empirical support for an in-depth understanding of cultural paths in SMEs' HRM practices. 

4. Results 

SPSS version 27 was utilized for data analysis in this study, with correlation and regression 

analyses conducted to explore the relationships between variables. 

4.1 Reliability Analysis 

To assess the internal consistency of the scale used in this study, a reliability analysis was 

performed using Cronbach's Alpha. The analysis included three constructs: Human Resource 

Management (HRM), Employee Satisfaction (ES), and Organizational Culture (OC). The 

results, as shown in the table below, indicate a Cronbach's Alpha value of 0.971 for the 

overall scale comprising the three items. The results indicate that the overall scale achieved a 

Cronbach's Alpha value of 0.971, which substantially exceeds both the acceptable threshold 
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of 0.70 and the excellent benchmark of 0.90, demonstrating exceptionally high internal 

consistency of the measurement scale. Therefore, the scale used in this study is deemed 

highly reliable and suitable for further analysis. 

Table 1. Cronbach's Alpha of variables 

Item Cronbach's Alpha 

Human Resource Management 0.961 

Employee Satisfaction 0.957 

Organizational Culture 0.955 

 

4.2 Demographics 

Table 2 presents the demographic characteristics of the 220 respondents in this study. In terms 

of gender distribution, the proportions of male (51.36%) and female (48.64%) respondents 

are relatively balanced, indicating a well-represented sample with no significant gender bias. 

Regarding age, the majority of respondents fall within the 18-30 years (40.91%) and 31-40 

years (34.55%) age groups, suggesting that the sample is primarily composed of young to 

middle-aged employees. The proportion of respondents aged 41 and above declines 

progressively, indicating a smaller representation of older employees in the sample. 

In terms of work experience, most respondents reported having 1-3 years (29.55%) or 4-6 

years (28.64%) of work experience, reflecting a workforce predominantly in the early to 

mid-career stages. Additionally, 25% of respondents have been employed for less than one 

year, which may suggest a high proportion of newly hired employees or a relatively high 

turnover rate within the industry. Respondents with more than 7 years of experience 

constitute a small percentage, implying a limited presence of long-tenured staff in the 

organization. 

With respect to educational background, the vast majority of respondents hold a bachelor's 

degree (69.09%), indicating that this is the predominant education level among employees. 

The combined percentage of those with a master's or doctoral degree is less than 8%, 

suggesting a limited presence of highly educated professionals. Likewise, only 8.18% of 

respondents have a high school diploma or below, reflecting a workforce with generally 

moderate to high educational qualifications. 

In summary, the sample primarily consists of young, well-educated employees in the early to 

middle stages of their careers. This demographic structure may imply challenges for the 

organization in terms of retaining young talent and attracting highly qualified professionals. 
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Table 2. Demographic Distribution of Respondents 

Question Option Count Percentage 

Gender Male 113 51.36% 

Female 107 48.64% 

Age Group 18-30 years old 90 40.91% 

31-40 years old 76 34.55% 

41-50 years old 22 10.00% 

51-60 years old 12 5.45% 

Over 61 years old 20 9.09% 

Work Experience 6 months to 1 year 55 25.00% 

1-3 years 65 29.55% 

4-6 years 63 28.64% 

7-10 years 20 9.09% 

More than 10 years 17 7.73% 

Education Level High school and below 18 8.18% 

Associate Degree 34 15.45% 

Bachelor's Degree 152 69.09% 

Master's Degree 10 4.55% 

Doctoral Degree 6 2.73% 

 

4.3 Regression Analysis 

To test Hypothesis 1, which posits that “organizational culture has a positive and significant 

influence on human resource management,” a simple linear regression analysis was 

conducted with Organizational Commitment (OC) as the predictor and Human Resource 

Management (HRM) as the outcome variable. As shown in Table 4, the model was 

statistically significant (F(1, 218) = 1,183.71, p < .001), indicating that organizational culture 

significantly predicts human resource management practices. 

The model accounted for approximately 84.4% of the variance in human resource 

management (R2 = 0.844), suggesting a strong explanatory power. Moreover, the regression 

coefficient was positive and statistically significant (β= 0.919, B = 0.868, p < .001), 

indicating that for each one-unit increase in organizational culture, human resource 

management increases by approximately 0.868 units. 

These results provide strong support for Hypothesis 1 and confirm that organizational culture 

has a direct, positive, and significant effect on human resource management in this context. 

Table 3. Model summary of variables 

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

 0.919a 0.844 0.844 0.41640 

Note: a refers to Predictors: (Constant). 

Table 4. ANOVA results of variables 

Model Sum of Squares df Mean Square F Sig. 
Regression 205.244 1 205.244 1,183.705 0.000 
Residual 37.799 218 0.173   
Total 243.043 219    
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Table 5. Coefficients of variables 

Model Unstandardized  

Coefficients 

Standardized  

Coefficients 

t Sig. 95.0% Confidence  

Interval for B 

B Std. Error Beta Lower Bound Upper Bound 

1 (Constant) 0.566 0.091  6.236 0 0.387 0.745 

OC 0.868 0.025 0.919 34.405 0 0.819 0.918 

a. Dependent Variable: HRM 

 

4.4 Indirect Effect Analysis 

This study employed PROCESS Model 4 (Hayes, 2008) with 5,000 bootstrap resamples to 

examine the mediating role of employee satisfaction between organizational commitment and 

human resource management. The results revealed that organizational commitment had a 

significantly positive effect on employee satisfaction (B = 0.8622, p < 0.001), while 

employee satisfaction also exerted a significantly positive influence on human resource 

management (B = 0.4431, p < 0.001). After controlling for the mediating variable, the direct 

effect of organizational commitment on human resource management remained significant (B 

= 0.4863, p < 0.001), indicating the presence of partial mediation. Furthermore, the indirect 

effect was calculated as 0.3821, with a bootstrap confidence interval of [0.2669, 0.5010] that 

did not include zero, thereby providing additional evidence for the significant mediating role 

of employee satisfaction in this pathway and supporting Hypothesis 2. 

Table 6. Path analysis results of the mediation variable 

Path Unstandardized (B) SE Standardized (β) t p 95% CI 

OC → ES 0.862 0.024 0.927 36.585 < .001 [0.816, 0.909] 

OC → HRM (Direct) 0.486 0.062 0.515 7.903 < .001 [0.365, 0.608] 

ES → HRM 0.443 0.066 0.436 6.695 < .001 [0.313, 0.574] 

 

This study aims to examine the impact of organizational culture on HRM in SMEs and to test 

the mediating role of employee satisfaction in this relationship. 

First, regarding Hypothesis 1, the data analysis results demonstrate a significant positive 

correlation between organizational culture and HRM, supporting the view that organizational 

culture is a key driver of HRM effectiveness. Specifically, analysis of questionnaire data 

collected from SME employees using the PROCESS procedure in SPSS revealed that 

organizational cultures characterized by supportiveness, innovation, and participation showed 

stronger positive path coefficients with higher quality and effectiveness of HRM practices. 

These findings align with Botelho's (2020) research on how supportive organizational 

cultures enhance performance management and training program implementation, as well as 

Kerdpitak and Jermsittiparsert’s (2020) findings about the positive influence of organizational 

culture on HRM practices through shaping employee citizenship behaviors and commitment. 

Furthermore, Oseghale et al.’s (2022) discovery that strong organizational culture facilitates 

successful replication and optimization of HRM processes across different cultural contexts 

in multinational subsidiaries further validates our findings. In conclusion, Hypothesis 1 
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received empirical support, indicating that fostering a positive, trust-based organizational 

culture can significantly enhance the effectiveness of HRM practices in SMEs. 

When testing Hypothesis 2, this study further explored the mediating role of employee 

satisfaction in the relationship between organizational culture and HRM. The analysis results 

showed that organizational culture not only directly affects HRM but also indirectly enhances 

HRM effectiveness by improving employee satisfaction as a mediating variable. Specifically, 

organizational culture had a significantly positive effect on employee satisfaction, which in 

turn significantly influenced HRM practices. The indirect effect test results confirmed that 

employee satisfaction plays a partial mediating role in this relationship. This finding echoes 

Chen et al.’s (2023) conclusion that views job satisfaction as a mediator between HRM and 

employee performance, and is consistent with Marhil et al.’s (2023) and Keltu’s (2024) 

empirical research on how satisfaction promotes HRM effectiveness across different 

organizational contexts. Additionally, our results complement the studies by Hauff et al. 

(2022) and Ying et al. (2024), who both found that increased employee satisfaction leads to 

more active participation in training, performance evaluations, and career development 

programs, thereby improving overall organizational HRM outcomes. Thus, Hypothesis 2 was 

also verified, demonstrating that in SMEs, strengthening organizational culture to enhance 

employee satisfaction represents a crucial pathway for optimizing HRM practices.  

5. Conclusion and Implications 

This study systematically examined the impact mechanism of organizational culture on HRM 

and verified the mediating role of employee satisfaction through a survey of 220 employees 

from SMEs. Results demonstrated that organizational culture significantly enhances HRM 

effectiveness, with supportive, innovative, and participatory cultural traits directly improving 

recruitment, training, and performance management practices. Employee satisfaction partially 

mediated this relationship, indicating that organizational culture could optimize HRM both 

directly through behavioral norms and indirectly by boosting satisfaction with work 

environments and career development. These findings enrich the theoretical "culture–

psychology–management" chain model and may offer new explanatory perspectives for SME 

HRM research. 

Besides that, this study focuses on the relationship between organizational culture, employee 

satisfaction, and HRM in the context of SMEs, aiming to reveal how organizational culture 

influences the effectiveness of HRM practices by enhancing employee satisfaction. Based on 

questionnaire data collected from employees of multiple SMEs in Jinan and analyzed using 

the SPSS PROCESS model for path analysis, the results demonstrate: organizational culture 

has a significantly positive impact on HRM, while also showing significantly positive effects 

on employee satisfaction, which in turn significantly influences HRM. The indirect effect test 

confirms that employee satisfaction plays a partial mediating role between organizational 

culture and HRM. 

From a practical perspective, this study suggests several approaches that may assist HR 

managers in improving HRM effectiveness. First, fostering an organizational culture that 

emphasizes trust, innovation, and employee participation may contribute positively to HRM 
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practices. Second, implementing employee satisfaction surveys, maintaining transparent 

feedback channels, and enhancing career development opportunities may help strengthen the 

relationship between organizational culture and HRM. Finally, when applying HRM practices 

such as recruitment, performance evaluation, and training, organizations should consider their 

potential influence on employee satisfaction within the broader organizational culture 

context. 

In conclusion, this study not only provides empirical evidence for the tripartite linkage 

mechanism of culture-satisfaction-practice in the HRM field, enriching the theoretical 

framework, but also offers practical recommendations for SMEs to optimize HRM practices 

by fostering a positive cultural environment. Moving forward, organizations can use these 

findings to assess their cultural characteristics and develop HRM strategies aimed at 

improving employee satisfaction as a mediating goal, thereby achieving higher management 

performance and employee well-being with limited resources. 
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