42. The Roles of Organizational
Culture

by Agus Suroso

Submission date: 20-Oct-2022 12:29PM (UTC+0700)

Submission ID: 1930342440

File name: 42._The_Roles_of_Organizational_Culture.pdf (853.05K)
Word count: 8154

Character count: 47989



Review of Business, Accounting & Finance
Volume 01, Issue 02, 196 - 214

THE ROLES OF ORGANIZATIONAL CULTURE, JOB SATISFACTION AND
ORGANIZATIONAL CITIZENSHIP BEHAVIOR ON EMPLOYEES’ PERFORMANCE

Zef Risal*a
Budiyanto®
Nur Fadjrih AsyikP
Agus Surosoc
Khuzainib
Triyonowatib
SuwitoP

aFaculty of Economics, Management Department, University of Madura, Indonesia
bSekolah Tinggi [lmu Ekonomi Indonesia Surabaya (STIESIA), Indonesia
¢Faculty of Economics, Management Department, Universitas Jenderal Soedirman,
Indonesia

Abstract

Purpose: This study is to examine the roles of organisational culture, job satisfaction and
organizational citizenship behaviour on employees’ performance. Through extensive review on
related early work, such a topic still becomes active research areas. It is not merely inconsistent
results but also the underlying logiciin explaining those relationships.

3

Design/methodology/approach: The data were collected from the employees of SMEs of
Indonesian, specifically in Sampang and Pamekasan regencies, East Java, through a survey

questionnai.re.

2

Findings: This study empirically confirms that organisational culture, job satisfaction and
organizational citizenship behaviour are positively and significantly associated with employees’
performance.

Originality: This work provides new insights into the dimensional effects of the problematic
factors (organisational culture, job satisfaction and organizational citizenship behavior) on
employees’ performance.
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Introduction

@iJe notion that organisational culture, job satisfaction and organizational citizenship behavior
are related to employee performance continues to intrigue organizational researchers. Yet the
bulk of evidence shows the correlation between the those aspects and employee performance to
be relatively low (e.g. Gregory et al. 2009; Balaji et al. 2020; Taormina, 2009; Krajcsak, 2018;
Jungertetal. 2018; Garg, 2017; Rita et al. 2018; Yang and Wei, 2018; Klotz etal. 2018). Apparently,
employee performance is a so sensitive (Pradhan and Jena, 2017), requiring more empirical
studies that help organizations, pertaining how to flanage or improve the quality of employee
performance. Nasab and Afshari (2019) note that every organization, both private and public
organizations in general, considers that employee is one of the important facton to support the
success of all organizational activities. In thimspect, organizations view an employee as the
driver of all operational activities. However, whether or not an employee will give his or her
services wholeheartedly to the organization and produce up to potential depends, in large part,
on the way the worker feels about the social supports from fellow workers and supervisors
(James and Lahti, 2011).

Empirically, McDonald and Smith (1995) conducted a study of 437 publicly traded companies to
demonstrate the relationship between performance management programs and business
performance. In this instance, performance management programs included the existence of
explicit job goals, incentives and feedback mechanisms, along with ample learning opportunities
to achieve the goals. The findings suggest that firms without performance managementprograms,
and without employee development for that matter, tend to under-perform relative to industry
financial averages, while aose with performance management practices tend to perform at or
above industry averages. At the same time, there are sufficient pragmatic evidences showing that
financial offers have varying effects and may not be of much significance for escalating employee
performance (Bonner et al. 2001; Camerer and Hogarth, 1999; Gupta and Shaw, 2014). This is
due to the changing nature of work and rise of knowledge workers in post-globalization, which
has defied the familiar views of individual work performance (Frese, and Fay, 2001; Ilgen and
Pulakos, 1999). The question that arises over here is, if monetary incentives are incongruent on
one’s effort and performance, then what are the other associated behavioral factors that influence
enhancing employee performance.

The relationship betweeigh performance work practices or systems (or called organisational
culture) and employees’ p@rmance has been the topic of a heated debate over the last decade
(Lok and Crawford, 2004). Significant progress has been made in unravelling the links between
such systems and performance, even though several theoretical and empirical problems
remain. For example, as Bititci et al. (2006) and others have noted, there is no clear consensus
@ the number or content of the practices that should be included. Mohr et al. (2012) view
organisational culture as recognised as one determinant of how people behave, more or less
ethically, in organisations. It is also increasingly understood as an attribute that management can
and should influence to improve organisational and employees’ performance. When things go
wrong in organisations, gnagers look to the culture as both the source of problems and the basis
for solutions. Studies in the 1980s and thereafter, have proven that organizational culture has a
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significant influence on job satisfaction, morale, loyalty and employee involvement, turnover,
commitment, employee attitudes and motivation, and efforts to attract and retain talented
employees (e.g. Fisher, 2000; Rollins and Roberts, 1998; Weiner, 1988; Denison, 1990;
Marcoulides and Heck, 1993). However, while organisational culture have been investigated in
considerable depth, thereis a smaller but growing body of research question its consequences on
employees’ performance (Pinho et al. 2014).

Another factor, attracting a considerable attention from organisational scholars that influence
employee performance is job satisfaction (Harlie, 2010; and Baloch et al,, 2016). According to
Robbins [2008mmp]0yee performance is expected to be well correlated with an intrinsic
motivation and job satisfaction. Job satisfaction refers to thefiktent to which an employee feels
self-motivated, content & satisfied with his/her job, and intrinsic motivation refers to the
motivation to perform an activity for itself, in order to experience the pleasure and satisfaction
inherent in the activity (Deci et al. 1989). Theories of intrinsic motivation focus on satisfaction of
the needs for autonomy, competence and relatedness (Gagné and Deci, 2005), or work design
Eharacteristics that lead to productive psychological states (Hackman and Oldham, 1976).
Although there are several alternative pathways between perceived training opportunities and
employee outcomes, research on this aspect suggests that job satisfaction could be a key variable
on ea:uloyee performance (Cerasoli et al. 2014). At the same time, Cerasolietal. (2014) mention
that despite the strong assumptions that workplace training influences employee outcomes (e.g.
motivation, commitment, and work performance), there is a limited number of studies in field
settings addressing these issues empirically. For the current study, it is considered as one of
focused concerns to be addressed. 8
5

Furthermore, as described by Cho and Johanson (2008), it has been found that when employees
perceive that their employment relationship is based on an economic exchange, they will meet
the minimum requirements but do not exert extra effort such as helping co-workers, making
suggestions for work improvements, performing duties beyond the minimum requirementg) and
participating in organizational meetings (Yen and Niehoff, 2004; Stamper and Dyne, 2001). These
extra efforts are often called ‘Organizational Citizenship Behavior’ (OCB). OCB refers to
employees’ willingness to perform tasks that require effort beyond their prescribed role
descriptions (Yen and Niehoff, 2004; Stamper and Dyne, 2001). Organ (1988) defined OCB as
“individual behavior that is discretionary, not directly or explicitly recognized by the formal
reward system, and that in the aggregate promotes the effective functioning of the organization”.

Alkahtani (2015) explained that one of the main reasons why OCB has attracted the attention of
academics and practitigers is because of the proven significance of organizational effectiveness.
Podsakoff etal. (2000) explained that OCB affects organizational performance through increasing
the efficiency of co-workers and managers; increasing resources for more productive activities
and goals effectively; making organizations more responsive to change in the environment;
assisting team coordination for productive work; strengthening the ability to attract and retain
talented employees and improve organizational stability. According to Ryan (2002), OCB is an
extra-role behavior that is owned by an employee to improve organizational effectiveness and
efficiency, tha behavior is usually indicated by helping employees even though they do not call
for aids, and helping managers to promote organizational effectiveness. In this case, Rayner et al.
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(2011) found that OCB affects employee performance positively and can improve the quality of
ethos in pub]icaarvice in UK. Similar results were also obtained by Al-Mahasneh (2015) and
Ticoalu (2013) which the OCB has a positive and significant impact on employee performance.
Koys (2001) as well as Deery et al. 2017, however, the influence of OCB on organizational
outcomes and employees’ performance is counterproductive. It is suggested because of the
possible personal costs of performing such activities (Deery et al. 2017).

According to the above discussion, whether employees’ performance is influenced by
organisational culture, job satisfaction and organizational citizenship behaviour, it still becomes
active research areas. It is not merely inconsistent results but also the underlying logics in
explaining those relationships. As such, these concerns are the focus of the current study, by re-
examining with different research scenario. Its aim is to provide new insights into the
dimensional effects of the problematic factors (organisational culture, job satisfaction and
organizational citizenship behavior) on employees’ performance.

Theory and hypothesis development
Employee performance

Employee performance is how a member of staff fulfils the duties of their role, completes required
tasks and behaves in the workplace. Measurements of performance include the quality, quantity
and efficiency of work. However, it can also be looked at in terms of behavior (Armstrong 2000).
Landy (1985) stated that empl§e's performance is measured against the performance
standards set by the organization. Performance in the form of task performance comprises of job
explicit behaviors which includes fundamental job responsibilities assigned as a part of job
description. Task performance requires more cognitive ability and is primarily facilitated through
task knowledge (requisite technical knowledge or principles to ensure job performance and
having an ability to handle multiple assignments), task skill (application of technical knowledge
to accomplish task successfully without much supervision), and task habits (an innate ability to
respond to assigned jobs that either facilitate or impede the performance) (Pradhan and Jena,
2017; Conway, 1999).

Anitha (2014) mentions that employee performance is basically outcomes achieved and
accompmlments made at work. Performance refers to keeping up plans while aiming for the
results. An individual can value simply working at a task or engaging in a certain type of activity
regardless of his degree of success or proficiency at it or any extrinsic rem'ds obtained from it.
Such tasks are what an individual would describe as "interesting”. Although performance
evaluation is the heart of performance management (Cardy, 2004), the performance of an
individual or an organisation depends heavily on all organisational policies, practices, and design
features of an organisation. This integrative perspective represents a configurational approach to
strategic human resources management which argues that patterns of HR activities, as opposed
to single activities, are necessary to achieve organisational objectives (Delery and Doty, 1996).
Employee engagement is one of the key determinants fostering high levels of employee
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performance, as is constantly shown in a number of studies (Macey et al. 2009; Mone and London,
2010).

Organizational Culture @
18
Since the establishment of the organizational culture construct, some organizaticm researchers

have applied ideas directly from Schein (Melé, 2003; Norton and Sussman, 2009), whereas others
have challenged his approach. For example, subculture researchers have disputed Schein's
assumption that organizational cultures are uniffyy (Martin and Siehl, 1983; Huang et al. 2011;
Young, 1989; Igo and Skitmore, 2006; Riley, 1983). Other researchers, noting the apparent
ambivalence and ambiguity found in culture, have contested the idea that the function of culture
is to m@intain social structure (Meyerson and Martin, 1987; Martins et al. 2008; Sebastido et al.
2017). Organizational culture has several functions within the organization, such as; culture has
arole in settiffg boundaries, meaning culture creates clear differences between one organization
and another; culture brings a sense of identity to members of the organization; culture serves as
a mechanism for making meaning and control that guides and shapes emp]oye@ttitudes and
behavior; and culture can improve system stability (Robbins, 2006). As such, organizational
culture can bring the organization better, and has a significant impact on employee performance
(Nusari et al. 2018; Paais, 2018; Mohammed and Idris, 2017).

The term “organizational culture” has proved extremely popular with management theorist and
managers alike since the publication of In Search of Excellence (Peters and Waterman, 1982). The
term “culture” has its theoretical roots within social anthropology and was first used in a holistic
way to describe the qualities of a human group that are passed from one generation tmle next
(Maull et al. 2001). According to Allaire and Firsirotu (1984), it can also be defined as shared
values and beliefs gives identity to nmbers and generates commitment beyond the ‘self’, and
enhances social system stability. An examination of organisational culture begins by
distinguishing between fundamental guiding beliefs and daily beliefs [Shahz et al. 2012).
Guiding beliefs provide the context for the practical beliefs of everyday life. As fundamental
precepts, guiding beliefs rarely change since they are in the realm of universal truth. Daily beliefs
are also part of the company culture and can be described as the rules and feelings about everyday
behaviour. However these are dynamic and situational; they change to match context.

Martins and Terblanche (2003) summarise the functions of organisational culture as internal
integration and coordination. Based on a literature study of the functions of organisational
culture, internal integration can be described as the socialising of new members in the
organisation, creating the boundaries of the organisation, the feeling of identity among personnel
and commitment to the organisation. The coordinating function refers to creating a competitive
edge, making sense of the environment in terms of acceptable behaviour and social system
stabilitgfvhich is the social glue that binds the organisation together) (Martins and Terblanche,
2003). Organisational culture offers a shared system of meanings, which forms the basis of
communication and mutual understanding. If the organisational culture does not fulfil these
functions in a satisfactory way, the culture may significantly reduce the efficiency of an
organisation (Martins and Terblanche, 2003).
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Therefore, according to above discussion organisational culture helps employees understand
organisational events (Kuo and Tsai, 2019), and can thus enable them to communicate more
efficiently and effectively, thereby reaching higher levels of cooperation with each other because
they share common mental models of the situations the company finds itself in (McShane and
Glinow, 2005). Magee (2002) argued that organisational culture is inherently connected to
organisational practices, and so organisational performance is conditional on organisational
culture. In line with the relationship between organisational culture and performance, the work
of Kuo and Tsai (2019) suggests that organizational culture affects employees’ productivity,
performance, commitment, self-confidence, satisfaction and ethical behavior. Shahzad (2014),
analyzing the overall impact of organizational culture directly or indirectly on employees’ job
performance, support that culture of organizations has a significant positive impact on
employees’ job performancgt selected software houses in Pakistan. Similarly, Parry and Proctor-
Thomson (2002) note that organizational culture plays important roles in internal integration
and external adaptation, which together are valuable ingredients for performance outcomes.
Although organizational culture provides a relatively stable and frugal pathway to improving
performance of the firm, it has received little research attention particularly in bureaucratic or
public organisation.

Job Satisfaction

Job satisfaction is defined as the extent to which an employee feels self-motivated, content and
satisfied with his/her job. Job satisfaction happens when an employee feels he or she is having
job stability, career growth and a comfortable work life balance. Implicitly Locke’s (1969, p. 330)
statement that “overall job satisfaction is the sum of the evaluations of the discrete elements of
which the job is composﬁ has been the accepted definition for the content sampled by job
satisfaction instruments. Scarpello and Campbell (1983) argue that the practice of using sum of
facet satisfactions as the measure of overall job satisfaction is appropriate if one assumes that the
satisfaction questionnaire is content valid. However, if overall job satisfaction includes
consideration of variables not measured by a given instrument, the use of the facet sum as the
overall measure is questionable.

The literature suggests that the antecedents of job satisfaction can be categorized into personal
characteristics, role perception@md organizational variables (Brown and Peterson, 1993). A
positive effect of job satisfaction on employee performa&e has important implications for a firm
that wants to motivate and retain talented employees. Although the idea that an employee’s job
performance affects his or her job satisfaction is consistent with several psychological theories,
such as intrinsic motivation theory (Deci and Ryan, 2012), few studies have found support for it
(Iaffaldano and Muchinsky, 1985). Similarly, organizational studies of the sales force in marketing
invariably find that the relationship between employee performance and job satisfaction is weak
(Bagozzi, 1980; Brown and Peterson, 1993). As Brown and Peterson (1993) note, if the effect of
job satisfaction on employee performance is insignificant, firm actions designed to increase job
performance should not have a direct effect on job satisfaction and related outcomes, such as
employee turnover.
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The relationship between job satisfaction and performance has undergone extensive examination
and remains almost a "holy grail" for researchers (Landy, 1989). Despite the low correlations
found between job satisfaction and performance, the relationships between satisfaction and a
range of other factors that are important in the examination of employee behavior (e.g.,
commitment and participation), and in turn their impact on performance, lead us to include
satisfaction in our study. For example, Pettit et al. (1984) found that organizational
communication significantly predicted job satisfaction but was a weak moderator of the job
performance/job satisfaction relationship.

Organizational Citizenship Behavior

Moorman and Blakely (1995) built a model of ‘Organizational Citizenship Behavior’ (OCB) that
comprises four components: interpersonal helping (helping colleagues in their work activities),
individual initiative (communications for enhancing individual and group performance),
personal industry (implementing tasks in a way that transcends the call of duty“nd loyal
boosterism (promoting the image of the organization to external stakeholders). Smith et al.
(1983) popularized the concept of OCB in the employees’ performance literature. OCB was
defined as individual behavior that is discretionary/ extra-role, not directly or explicitly
recognized by the formal reward system, and that in the aggregate promotes the effective
functioning of the organization (Organ 1988). Distinct sub dimensions of OCB have been
identified as: altruism, courtesy, sportsmanship, civic virtue, and conscientiousness (Organ
1988). Note that in his current conceptualization of OCB, Organ (1997) has dropped the
requirement for these behaviors to be extra-role, and not to be directly rewarded. The only

requirement is that they are discretionary and contribute to organizational effectiveness.
7

Researchers conceptualize and operationalize OCB indifferent ways. In some studies, researchers
measure all of the dimensions in a given OCB scale and examine each one independently (e.g,
Tepper et al. 2001). In other studies, researchers focus on one specific type of OCB, such as
interpersonal helping (e.g, Kamdar and Van Dyne, 2007; Korsgaard et al. 2010), individual
initiative (e.g, Bolino and Turnley, 2005), or voice (e.g, Burris et al. 2008). Another common
practicggs to focus on two specific types of OCBs (e.g., helping and voice; Ehrhart, 2004; Hui etal.
2000). Researchers also rely upon measures that broadly categorize OCBs based on their target
or beneficiary (i.e., citizenship directed at the organization or citizenship directed at other
individuafg Williams and Anderson, 1991). In response to these classifications, we are in line with
LePineet al. (2002) suggesting that the different types of OCB are not empirically distinct from

one another and, instead, seem to equivalently tap “positive cooperativeness at work” (p. 61).
2

As OCB is important to organizational functioning, research in OCB has focused on both the
antecedents and consequences both at the employee and organizational levels (Podsakoff et al.
2000). The antecedents of OCB comprise employee attitudes, role perceptions, demographics,
stress, job satisfaction, interpgjsonal trust, organizational commitment and employee mood
(Moorman and Blakely, 1995). In addition to the antecedents of OCB, researchers have examined
the consequences of OCB extensively. Ehrhart et al. (2006) found that unit-level OCB was related
to unit effectiveness. Whiting et al. (2008) reported that OCB had a significant effect on
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performance evaluation decisions. The concept of OCB has been persistently in focus in empirical
research since researchers and practitioners acknowledge its practical implications for job
performance and organizational success such as productiva; and competitive advantage
(Podsakoffand MacKenzie, 1994). aaddition, Basu et al. (2017) explore the relationship between
OCB and job performance, using 501 respondents working in 15 healthcare organizations in
Kolkata, India. T]afindings of the study indicate that OCB significantly predicts job performance.
It is believed to confirm the assertion of earlier studies which has found OCB to improve the
ability of co-workers and managers to perform their jobs through more efficient planning,
scheduling and problem solving (MacKenzie et al. 1991), and contribute toward service quality
(Hui et al., 2004). Thus, organizations that foster good citizenship behaviors are more attractive
places to work and are able to hire and retain the best people (George and Bettenhausen, 1990).

Research Design

Data and Procedure
B

The data were collected from thg:mployees of SMEs of Indonesian, specifically in Sampang and
Pamekasan regencies, East Java, through a survey questionnaire. We employed a sinlle random
technique to reduce the chances of unequal opportunities to take part in the study. Respondents
included staff members from the company and its subsidiaries. To ensure the appropriateness of
the content, the questionnaire was analysed and examined via a pretesavith asmall sample size.
After that, formal questionnaires were distributed to the participants. We carefully followed the
ethics ofthe research by assuring and satisfying our respondents about the use of their responses,
which were voluntarily based. [nitially, we shared the aim and objectives of the study. The
instructions were conveyed accurately regarding the completing of the survey. Besides, the
respondents were not bound to take part in the study or at any time and stage; they were free to
withdraw as well as to refuse answering the questionnaire. In total, we distributed 205
E)estionnaires through the personal visits. In return, 110 questionnaires were received back.
After applying the tests of data cleaning and screening, we finally proceeded with 92 valid cases
for the final estimation of the hypotheses.

geasurement

3

Employee’s performance. This factor was assessed on ten items and adapted from Okta et al.
(2015). The sample items of the sca were “In accordance with the quality standard” and
“Exceeding quality standard.” These items were analyzed through a five-point Likert scale

(“strongly agree 5" to “strongly disagree 1").

Organizational culture. In total, 13 items were employed to assess this factor. The sample items
of the scale were “The emphasis on work achievement” and “having high trust in each other” -
these items were adapted from the study by Okta et al. (2015). We employed a five point Likert
scale for assessing the items. The options of the scale were “strongly agree 5” to “strongly disagree
1"
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Job satisfaction. Job satisfaction was assessed through a five-point Likert scale ranging from
“strongly agree 5” to “strongly disagree 1.” The number of items was 13 and these were adapted
from Okta et al. (2015). The sample items were “Work in accordance with one’s ability” and
“Enjoying the current work.”

Organizational Citizenship Behavior. Organizational Citizenship Behavior was assessed through
a five-point Likert scale ranging from “strongly agree 5" to “strongly disagree 1.” The number of
items was 7 and these were adapted from Chiang and Hsieh (2012) with modification. The sample
items were “Helps others who have heavy workloads” and “Obeys company rules and regulations
even when no one is watching”.

Research findings

Reliability and validity analysis

Reliability and validity are used to evaluate the quality of research. They indicate how well a
method, technique or test measures used in this study. In short, reliability is about the consistency

of a measure, and validity is about the accuracy of a measure.
:

As a preliminary step in the analysis, bivariate (Pearson-r) correlations were calculated among
the variables. The results of the analysis of variables show a positive correlation, as seen in Table
1. The correlation coefficients among the variables were at a medium level (betwee§}412 and
.776). As shown in Table 2, the Cronbach’s alpha values (between .893 to .943) of the constructs
all surpassed 0.7 (Hair etal. 1998). Since the average variance extracted (AVE) values were larger
than 0.5 (Fornell and Larcker, 1981) end the factor loadings of all the items were significant and
higher than 0.5 (Hair et al. 1998), the results demonstrate the satisfactory convergent validity of
our measurement model.

Table 1: Correlations among variables.

Variable 1 2 3 4

Employee's performance 1

Organizational culture 611x# 1

Job satisfaction T76x% B22%% 1
manizational Citizenship Behavior | .554x# S512x+ A12%+ 1
#+Correlation is significant at the 0.01 level (two-tailed); n=92

Table 2: Measurement model
Construct Mean Standard Loading Cronbach'’s AVE
Deviation alpha

Employee’s performance 943 876

EP1 4.143 0.501 .830

EP2 4.135 0.456 730
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EP3 4.245 0.674 .880
EP4 4.313 0.643 711
EP5 4.127 0.717 851
EP6 4.104 0.435 716
EP7 4.202 0.864 773
EP8S 4.015 0.643 842
EP9 4,122 0.712 736
EP10 4.038 0.528 714
Organizational culture 921 784
0C1 4.042 0.713 812
0CZ2 4.321 0.706 814
0C3 4.104 0.633 746
0C4 4.043 0.772 732
0C5 4.311 0.711 771
0Ceé 4.225 0.518 716
0C7 4.036 0.726 722
oc8 4,742 0.725 865
0Cc9 4.323 0.834 .853
0C10 4.301 0.867 736
0C11 4.242 0.865 714
0C12 4,208 0.743 823
0C13 4.105 0.752 749
Job satisfaction 4.030 893 832
JS1 4.043 0.715 725
]S2 4312 0.718 714
JS3 4.004 0.726 727
]S4 4.243 0.738 783
IS5 4.011 0.745 812
]S6 4.025 0.843 721
JS7 4.026 0.572 837
IS8 4,102 0.772 784
JS9 4.021 0.721 832
JS10 4.204 0.735 851
JS11 4.243 0.841 .768
JS12 4.112 0.753 885
JS13 4.037 0.709 823
Organizational 942 842
Citizenship Behavior

0CB1 4.015 0.733 723
0CB2 4.011 0.812 738
0OCB3 4,112 0.727 827
0OCB4 4.021 0.755 762
0CBS5 4.004 0.634 751
0CB6 4.343 0.724 732
0CB7 4.022 0.723 837

Note: AVE, average variance extracted
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Hypotheses testing

Table 3: Standardized coefficients, t-values, and Sig. for the whole sample

Hypotheses | Constructs Standardized t-value Sig. Support
coefficient ornot

H1 0C -> EP .381 4,72 .000 Yes

H2 IS > EP 104 2.28 002 Yes

H3 0OCB->EP 264 2.84 001 Yes

According to table 3, the research results support all the hypotheses. Organizational culture (B =
381, p <0.01), Job satisfaction (B =.104, p < 0.05), and Organizational Citizenship Behavior (B =
264, p < 0.05) are positively and significantly associated with employees’ performance.

Discussion and Conclusion
1

Through this simple study, we confirm thatg‘ganisational culture w]nh is conceptualised as the
shared beliefs and value§wvithin an organisation (Roscoe et al. 2019) help to shape the behaviour
patterns of employees. Employees who have a high organizational commitment and are more
creative and steadier employees, will lead the organization toward becoming a more profitable
one. Highly committed individuals crucially achieve the organizational goals: individuals with a
low organizational commitment pay little attention to the organizational goals and are more
concerd with gratifying personal interests than those of the organization (Soomro and Shah,
2019). Robbins (2001) suggests that employees with high commitment toward the organization

will take the side of the organization that has employed them.
2

Organisational culture influences how people set personal and professional goals, perform tasks
and ad minister resources to achieve them. Organisational culture affects the way in which people
consciously and subconsciously think, make decisions and eimate]y the way in which they
perceive, feel and act (Roscoe etal. 2019). Kuo and Tsai (2019) have suggested that organisational
culture can exert considerable influence in organisations particularly in areas such as
performance and commitment. Researchers on organisational cultures have also proposed
different forms or types of cultures. For example, Goffee and Jones (1998) identified four forms
of organisational cultures (i.e. networked, mercenary, fragmented and communal). Martin (1992)
viewed organisational culture from three perspectives (ie. integration, differentiation and
fragmentation). Wallach (1983) suggested that there are three main types of organisational
cultures (i.e. bureaucratic, supportive and innovative). Since individuals bring their personal
values, attitude and beliefs to the workplace, their levels of commitment to the organisation may

differ. Values, attitudes and beliefs are reflected in different organisational cultures.
10

Job satisfaction has been the most commonly studied variable in organizational research
(Spector, 1997), and there certainly has been no shortage of research on the relationship
between job satisfaction and performance. The current research is unique, how-ever, in its
attempt to frame this relationship more squarely within the social psychological literature that
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directly studies the nature of attitudes in general and how their nature affects the relationship
between attitudes and behaviour. As such, this research answers calls from a number of scholars
(e.g., Pratkanis & Turner, 1994) for the application of psychological theory to the study of job
satisfaction.

Statistical tests of Hypothesis 2 revealed considerable support - there is significant relationship
mween job satisfaction and employees’ performance. The strength of this relationship depends
on the degree to which satisfaction entails or leads to the attainment of the individual's important
job values. The relationship would be absent were employment perquisites to vary with
employee needs, were performance to independent of employee needs. This result is
consistent with early works. For example, Sutermeist@}1971) has stated a cyclical model of the
satisfaction and performance relationship. Life style is viewed as an important determinant of
level of aspiration, which, in turn, affects individual effort in the work situation. The cyclical model
states that satisfaction and performance agpFauses of each other. Thus, taken together these
studies are in agreement that satisfaction is a much stronger cause of performancmhan the
reverse. This view also seems to prevail in the work of Schleicher et al. (2004), showing a
significantly larger correlation between job satisfaction and performance rather than other
factors affecting job performance in their model.
2

Furthermore,@e findings of the present study indicate that OCB significantly predicts employees’
performance. Considering a behavioral explanation of the effect of OCB on job performance would
complement and extend prior work that has focused gyre exclusively on the role of psychological
empowerment (Moorman and Blakely, 1995). As we focus greatgfjattention and effort on work-
related activities, employees with high sense of OCB contributes more to the accomplishment of
organizational goals and subsequently receiv@igher ratings of job performance (Liden et al.
2000; Maynard et al. 2014; Spreitzer et al. 1997). In a meta-analysis, Seibert et al. (2011)
demonstrated similar view that empowerment has positive associations with job performance,
providing implied sujggort for the idea that empowerment serves as a mechanism linking OCB
and job performance. More importantly, perhaps, we offer an additional conceptual explanation
regarding how and why OCB influences employees’ performance. That is, we suggest and find that
OCB influences employees’ performance because it provides employees opportunities and
encourage them to speak up and offer constructive suggestions.

OCB may also imggrove performance by enhancing the organization's ability to attract and retain
the best people (Organ. 1988). Many of the best employees and job candidates enjoy working in
a positive environment with a closely knit group of co-workers. Helping behaviors may directly
contribute to such an environment by enhancing morale and fostering group cohesiveness and a
EBnse of belonging to a team, thus making the organization a more attractive place to work. Then,
OCBs may help to enhance an organization's ability to adapt to changing environments in several
ways. For example, when employees who are in close contact with the marketplace volunteer
information about changes in the environment and make suggestions about how to respond to
them, it helps an organization to adapt. Similarly, when employees voluntarily attend and actively
participate in meetings, it may enhance an organization's responsiveness by aiding the
dissemination of valuable information. [rnddition, when employees exhibit sportsmanship by
demonstrating a willingness to learn new skills, it may enhance an organization's ability to adapt
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to changes in its environment. Therefore through this study the assumption that OCBs contribute
to the effectiveness of work teams and organizations has recently been tested empirically.
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