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Abstract

The purpose of this study was to analyze the interplay among organizational culture, employees’ job
satisfaction, organizational citizenship behavior and organizational performance in selected public
organizations ranked as high, medium and low level performers. An explanatory research design with
mixed methods approach was used. Data were collected via questionnaire, interview and document
review. Structural equation modeling was done using AMOS. MANOVA was also conducted using the SPSS
software. Likewise, the qualitative data were analyzed thematically. Findings of the analysis revealed that
organizational culture has a positive and significant direct effect on employees’ job satisfaction and
organizational citizenship behaviour. The effect of organizational culture on organizational citizenship
behavior mediated by employees’ job satisfaction is also positive and statistically significant. Therefore,
the researcher concluded that the theoretical assumptions about the interaction among organizational
culture, employees’ job satisfaction and organizational citizenship behaviour are confirmed. Even though
there is statistically significant difference in the studied organizations’ nature of organizational culture
and levels of employees’ job satisfaction, there is no practical difference in the organizations’ practical
reality. This finding leads to the conclusion that the studied organizations’ difference in their level of
organizational performance was not caused by their differences in organizational culture, levels of
employees’ job satisfaction and organizational citizenship beaviour, but by flaws in the performance
measurement mechanisms.

Key words: organizational culture, employees’ job satisfaction, organizational citizenship behavior,
organizational performance

1. Introduction

The main concern of both private and public sector leaders is to enhance organizational
performance (OP) and keep their organization competitive. Among other factors, organizational
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culture (OC), employees’ job satisfaction (EJS) and organizational citizenship behavior (OCB)
are determinants of performance of an organization (Sinek, 2014, Simonsen, 1997).
Organizational culture (OC) is a concept which connotes the widely shared and strongly held
assumptions and believes of organization members about the way they do their day-to-day
activities in the organization. All organizations sail in their own cultures, but they may not notice
this reality like the fish that comes to know water is its life only after it gets out of it (Quinn &
Cameron, 2006, Schein, 2004). Hence, the main responsibility of leadership is to identify the
type of culture they should build for their organization; cultivate and modify it when some of its
components get obsolete.

Employees are the most vital assets of an organization that could either make or break it
(Aamodt, 2010, Westover, 2014). Professionals on human resource management have long
advised that both extrinsic and intrinsic employee motivational mechanisms should be
continuously applied so as to satisfy the employees and enable the organization get the best out
of them (Sinek, 2014, Mullins, 2016).

Employees satisfied with their jobs dedicate themselves to realization of their organization’s
mission and vision via achievement of the planned goals (Sinek, 2014). However, due to
continuous dynamism in the organization’s task environment, employees’ high performance
measured against their formal job descriptions could not enable the organization meet its planned
goals and set objectives; instead, it requires them to go extra-miles. This extra effort exerted by
employees’ towards the organization’s success is known as Organizational citizenship behavior
(OCB) (Organ, 1997).

OCB is the positive psychological and emotional bond created between an organization and
its employees. OCB make employees intrinsically feel obliged towards all aspects of the
organization and drive them to play extra-role duties (Champoux, 2011). In organizations where
OCB is well entrenched; there is smooth achievement of organizational goals, absence of deviant
behavior, low levels of absenteeism and turnover (Susanto, Kurniaty, Priyono, Nusbantoro,
2020, Polat, 2009).

However, in order to embed OCB in any organization, the OC should be people oriented
which emphasizes on empowerment, career development, involvement, integration, provision of
support and welfare services to employees. Studies show that employees working with in such
cultures are well satisfied and ready to go extra-miles to ensure their organizations’ high
performance (Sinek, 2014, Simonsen, 1997).

2. Statement of the Problem

Organizational culture (OC) is considered as a measure of excellence of an organization
contained in the common ways by which its members have learned to think, feel, and act
(Schein, 2004). Different authors support the point that employees’ job satisfaction (EJS) is a
factor in employee motivation, employee goal achievement and positive employee morale in the
work place (Westover, 2014, Sinek, 2014). Earnestly speaking; ensuring EJS demands crafting
and cultivating an OC, which is compatible with the organization’s mission and the employees’
interests.

These days, due to dynamism in customers’ and stakeholders’ interest, the concept of a
positive work place behavior that goes beyond the scope of traditional performance indicators is
getting attention in organizations. Such a behavior is expected to boost organizational
performance (OP) by driving employees go extra-miles towards benefiting their organizations
and themselves as well (Van Dyne, Graham & Dienesch, 1994, Organ, 1997).



For almost the past three decades, different human resource and institutional capacity building
interventions have been undertaken in the Ethiopian public sector in order to improve the public
sector’s performance (Kassa & Zekarias, 2020). Besides, OP measurements are enforced with
the intention to reward the best performers and encourage others identify their gaps (Worku,
2019). These efforts have resulted in increasing the number of employees with higher
educational qualifications, restructured process and automations; but, the change obtained in the
organizations’ way of doing their actual businesses is not as expected.

Different studies found out that problems related with lack of a “servant mind set” and
employees’ belongingness to the organization are still pervasive in the sector. These problems
are resulting in service delay, mistreatment of customers, lack of emotional attachment to the
organizations’ mission and values and misuse of the office resources (Solomon, 2013, Aklilu,
Tadele, Mulugeta, Usman, Alemu, Abdela, Hailemariam, & Birhanu, 2020). On top of that,
studies conducted on employee satisfaction in the public sector found out that low level of
remuneration, lack of reasonably adequate benefit packages and lack of reward have resulted in
serious turnover of public employees (Worku, 2019, Selam & Belay, 2018).

Another study by Dereje, Mirkuzie, Ayinengida and Fitsum (2020) on public sector OC and
EJS revealed that the OC of public organizations is characterized by formal rules, and
procedures, hierarchical structures and controlling leadership style. This type of OC has negative
relationship with the organization’s level of EJS (Cameron & Quinn, 2006). Kassa and Zekarias
(2020) also studied determinants of public servants’ performance in Ethiopia and found out that
both organizational climate and individual factors affect employees’ performance.

Nonetheless, the aforementioned researchers do not address the interaction among OC, EJS,
OCB and OP in a full-fledged manner. Therefore, this study is intended to find out how the
prevailing OC, mediated by EJS could affect the level of OCB which again determines the level
of OP in the selected federal organizations.

3. Research Hypothesis

OC has a statistically significant direct effect on OCB.

OC has a statistically significant direct effect on EJS.

EJS has a significant mediation effect on the relationship between OC and OCB.
The studied organizations’ variation in OP is caused by their statistically
significant different levels of OC, EJS and OCB.

4. Review of Related Literature
4.1 The Notion of Organizational Culture (OC)

Organizational culture (OC) is considered as the most important factor behind a range of
organizational effectiveness issues such as employees’ commitment, motivation, prioritization,
resource allocation, comparative advantage and organizational change (Cameron & Quinn, 2006,
Schein, 2004). Schein (2004) defined OC as the way things are done around here, the basic
assumptions and beliefs that are shared by members of an organization and the collective mind
set of organization members. Similarly, Denison (1990, p. 2), defined OC as “the underlying
values, beliefs, and principles that serve as foundation for an organization’s management system
as well as the set of management practices and behaviors that both exemplify and reinforce those
basic principles.”
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The aforementioned definitions have some communality which tells us that the driving force
behind every aspect of organizational behaviour is its culture; developed based on its past
experiences. In fact, for OC to serve as a comparative advantage of the organization, it should be
designed with utmost care, focusing on the mission and mandates of the organization and the
dynamic interest of its customers, stakeholders and employees. Since the 1990s, scholars
interested in the area exerted a lot of effort to identify features of OC that promote success of
organizations (Umrani, Memon, Samo, & Shah, 2016). Denison (1990) stated that an OC which
emphasizes on mission, consistency, involvement and adaptability could serve as a competitive
advantage for organizations. Schein (2004) conceptualized OC as having three layers by which
the visible part is only 10% of cultural compositions whereas 90% is buried beneath the day-to-
day realties of organizations. This author stated that the surface level reflections of OC should be
congruent with the values and beliefs as well as the underlying assumptions of the organization.
Otherwise, there will be discrepancy between the espoused values and the values in use which
may lead to lack of trust and failure to meet organizational objectives (Argyris & Schon, 1978).

4.2 Employees’ Job Satisfaction (EJS)

Employees’ job satisfaction (EJS) is one of the most studied constructs in the fields of
organizational behavior and organizational psychology. According to Sree and Satyavathi (2017,
p.85), EJS is defined as “the delightful emotional state resulting from the appraisal of one’s job
as achieving or facilitating the achievement of one’s job values and “the extent to which people
like or dislike their jobs.” It is more of an attitude related with internal feelings of the employee
towards the job and the organization (Mullins, 2016, Riggio, 2013). Satisfied employees will
have positive views about the job which again serves as a competitive advantage to the
organization (Westover, 2014, Sageer, Rafat, & Agarwal, 2012, Champoux, 2011).

These days, organizations could not afford to have dissatisfied employees. Dissatisfied
employees are de-motivated and they could not enable the organization meet its goals. As a
result, such employees will get fired and the act of firing underperforming employees will cause
memory loss, recruitment and familiarization costs on the organization. On top of that, firing
dissatisfied employees will have a threatening effect on the retained employees which may
gradually result in low performance and emotional detachment of employees from the
organization (Sinek, 2014; Simonsen, 1997).

According to Aamodt (2010), the antecedents of EJS are individual predisposition,
satisfaction with life, job expectations, organizational fit, perceptions of fairness, coworkers,
stressors and the job itself. These factors are assumed to affect the level of EJS which again
affects organizational citizenship, turnover, absenteeism, tardiness, and counterproductive
behaviors. Though their influence may vary from organization to organization; presence of
friendly interpersonal relationships, reciprocal job interdependence and relational work designs
are common determinant factors of EJS (Grant, 2007, Bachrach, Powell &Bendoly, 2006).

4.3 The Notion of Organizational Citizenship Behavior

These days, due to dynamism in customers’ and stakeholders’ interest, the concept of a work
behavior that is beyond the scope of traditional performance indicators is getting attention in
organizations (Alex, 2020, Organ, 1997). Such behavior is known with different names as
organizational citizenship (OCB), pro-social behavior, organizational spontaneity and extra-role
behavior (Van Dyne, Graham & Dienesch, 1994). OCB is literally defined as the willingness of



participants to exert effort beyond the formal obligations dictated by their positions
(Thruvenkadam & Duraraj, 2017, Polat, 2009). It is also considered as a combination of
interpersonal and volunteer actions and behavior that maintain the social and psychological
environment in which the tasks of the organization are performed (Organ, 1997).

OCB plays multi-dimensional role and it is beneficial to both the organization and to employees.
For the organization, it facilitates change, environmental concerns, resource usage and savings,
reduces costs, and improves quality and increase customer satisfaction. For individual
employees, OCB enables them to practice collaboration, voluntary participation, responsibility
and interdependence (Polat, 2009).

Even though there are various models of OCB, the one developed by Organ (1997) composed
of altruism, courtesy, conscientiousness, sportsmanship and civic virtue is used in different
studies (Kittilertpaisanea, Chanchiprechab, & Khatiwat, 2014; Andrade, Costa, Estivalete, &
Lengler).

4.4 Organizational Performance

Organizational performance (OP) deals with the actual output of an organization measured
against intended objectives and goals (Sadeghi, Ahmadi, and Yazdi, 2016). Many scholars in the
area agreed that public sector performance is a multi-dimensional concept which needs to be
measured from different angles. However, there is no communality in the number and nature of
performance dimensions developed by different authors. According to Trade (2000, cited in
Ondoro, 2015, p. 716), public sector OP could be measured in terms of six general categories:
effectiveness, efficiency, quality, timeliness, productivity and safety. Likewise, Meyers and
Verhoest (2006) argued that public sector performance should be measured in terms of quality
and quantity of outputs, efficiency, equity, outcomes, value for money and consumer
satisfaction.

In 1992, Kaplan and Norton came up with the view that performance should be measured
using multidimensional constructs so as to cover both financial and non-financial aspects of the
organization. Hence, they developed the Balanced Score Card (BSC) with four perspectives viz.
financial, customer, internal process and innovation. These perspectives are expected to be
derived from the organization’s mission, vision and strategy.

It is believed that BSC could enable organizations link their performance measures with
strategies of each unit. It is considered applicable to any knowledge based organization to
manage and evaluate business strategy, monitor operation efficiency, and communicate the
whole process to its members (Balaboniene & Vicerskinie, 2015). In addition to serving as a
diagnostic tool, BSC enables organizations to install interactive system whereby different
stakeholders could overcome information asymmetries in decision making (Gao, 2015).

In fact, Ondoro (2015) and Omiirgdniilsen (2002) agree on the point that there is no single
‘one best’ approach to measuring organizational performance. But, what matters most is that
there should be balance between what the results of quantitative performance measurement
reveals and what qualitatively is told or observed in the measured organizations. Besides,
problems occurred during operation, the effect of the results of the measurement on service
seekers, stakeholders and the organization itself should also be assessed qualitatively.
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4.5 Conceptual Framework

As it is clearly depicted by Figure 2.1, the appropriate type of OC defined in terms of Denison’s
(1997) four dimensions namely: adaptability, involvement, consistency and mission is expected
to directly influence the level of OP which is measured from the perspectives of implementation
of good governance and reform tools (FCSC, 2020). However, the direct effect of OC on OP is
mediated by two intervening variables: EJS and OCB. Prevalence of an appropriate type of OC is
expected to create higher levels of EJS, measured by Mullins’ (2016) and Hackman and
Oldham’s (1976) dimensions (colleagues, leadership, pay, promotion, and autonomy, working
conditions, training and development).

Then, the higher level of EJS will make positive influence on the level of the organizations’
OCB which is measured from the perspectives of Organs (1997) five dimensions namely:
altruism, courtesy, conscientiousness, sportsmanship and civic virtue. This smooth interaction
among OC, EJS and OCB is presumed to have positive effect on the level of OP.

EJS
¢ Nature of work
e Salary
e Promotion
e Leadership
ab e Colleagues
e Working conditions
e Training and Development
oC
e Mission OP
e Consistency > * GG .
d implementation
e Involvement e Reform
e Adaptability c implementation
ocB
ef e Altruism,
o Courtesy,

e Conscientiousness,
e Sportsmanship
e Civic virtue

Figure 2.1: Conceptual framework of the study
Source: Developed by the researcher based on literature review, (2021).



5. Methods
5.1 Data Type, Research Design and Approach

Both primary and secondary data types were used for the purpose of this study. Primary data
were collected from leaders and employees of the selected organizations. Besides, secondary
data were taken from the FCSC’s performance evaluation report (2020). This study adopted
explanatory research design and an explanatory sequential mixed methods approach. In the first
phase, quantitative data were collected and analyzed. The second phase begins by designing
questions for interview based on results of the quantitative data analysis.

5.2 Population, Sample size and Sampling Technique

The population for this study was the number of employees of the three selected organizations.
The total population size is 2,096. Sample size was calculated using Yamane (1967, p. 886, cited
in Israel, 2003, P.4), which runs as: n=N/1+N (e2). Accordingly, 727 employees were sampled.
Then elements of this sample size were selected using simple random sampling technique.
Likewise, purposive sampling technique was used to determine resourceful individuals vis-a-vis
the questions set to be answered by this research. In view of that, Directors of the three
organizations’ human resource directorates were selected for key informant interviews.

5.3 Instrumentation

Three types of validated questionnaires were used. The OC questionnaire was adapted from the
works of Umrani, Memon, Samo, and Shah, (2016). Similarly, the items of the EJS questionnaire
were adapted from three validated scales. Major components were taken from the work of
Ahmad, RenJye, Zulkifli and Bujang (2020). Besides, the items that measure promotion are
adopted from Sharma, Rajnish, Misra, and Mishra, (2017). Whereas, items that measure job
autonomy were adapted from the work design questionnaire developed by Morgeson &
Humphrey (2005). And finally, the OCB questionnaire developed by Habeeb (2019), with
organs’ five dimensions was adopted for this study. On top of that, the secondary data on the
studied organizations’ performance was used as it is.

Validity of the instruments was checked via critical scrutiny of the literature and expert
reviews. Besides, reliability test was conducted using Cronbach’s alpha which witnessed that the
overall alpha result of the questionnaire is .914.

5.4 Techniques of Data Analysis, Presentation and Interpretation

First, all the quantitative data were encoded in to SPSS and imported in to the AMOS software.
Then, data analysis was done by employing both descriptive and inferential statistics. From the
tools of descriptive statistics, mean was used in order to calculate the overall mean scores of the
constructs. This was needed in to make the data more convenient and ready for inferential
analysis. Next, structural equation modeling (SEM) was conducted by using AMOS. Besides, the
multivariate analysis of variance (MANOVA) was used to investigate presence of a statistically
significant difference in the studied organizations’ nature of OC and levels of EJS and OCB.
Results of the guantitative data analysis are presented using Tables and Figures. On the other
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hand, the qualitative data were classified and categorized as per the thematic areas drown in the
interview guides. Then, these data are presented textually and interpreted in a narrative manner.

6. Data Analysis, Presentation and Interpretation

e Fitness of the structural model

Model fitness was checked and assured in terms of the model chi-square discrepancy, RMSEA,
CFl and SRMR. As it is visible from Table 4.1, all measures of model fit were found within the
acceptable margins.

Table 4.1: Model fit indices

Name of the measure Value Level of
acceptance
Chi-square discrepancy 2.93 <5
Root mean square error of approximation (RMSEA) .05 <.08
Comparative fit index (CFI) .97 >0.95
Standardized root mean square residual (SRMR) .04 <.08

Source: Kelin (2005, p. 269-278).

e Testing the Hypothesis

Organizational culture has a statistically significant effect on organizational citizenship
behavior

The structural model in Figure 4.1 indicates that the effect size of OC on OCB is .16 (16%). As it
can be grasped from Table 4.2 this result is statistically significant at P<.05.

999999

EJS1 EJS2 EJS3| |[EJS4| | EJSE EJS6 EJ57

e, 1.52 1.00\ 11507 /1.46_A 5g
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(e1D—»{ ocs | N

Figure 4.1: Structural model
Source: Own designed using AMOS, (2022).



Table 4.2: Regression weights

Construct Estimates S.E C.R P-value
OCB Dv—— OC IV |-.156 073 | -2.145 |.032
EJSM —» OC IV 459 .034 | 13.302 |.000
OCB DV— EJS IV |.752 156 |4.821 |.000

Source: Own calculation using AMOS, (2022).

Therefore, the hypothesis ‘OC predicts the level of OCB in an organization’ is s confirmed. This
finding is similar with that of Mohanthy and Rath (2012), who concluded that OC is the
powerful determinant of OCB in organizations.

Organizational culture has a statistically significant effect on employees’ job satisfaction

Both the structural model in Figure 4.1, and the regression weights stated in Table 4.1 revealed
that the effect size of OC on EJS is .46 (46%), which has perfect level of significance at p<.05.
Hence, the hypothesis is confirmed. This finding aligns with that of Mahmood and Ahmed
(2015) which states that OC has positive and significant effect on EJS.

Employees’ job satisfaction has a statistically significant effect on the level of organizational
citizenship behavior

Once again, results both in the structural model, Figure 4.1, and Table 4.1 displayed that the
effect size of EJS on OCB is .75 (75%); which is perfectly significant at P<.05. This finding is
similar with that of Andrade et al (2017) and Kittilertpaisanea, Chanchiprechab, and Khatiwat
(2014), who concluded that work related values and job satisfaction influences the level of an
organization’s citizenship behaviour.

Organizational culture has a statistically significant effect on organizational citizenship
behavior via mediation of employees’ job satisfaction

The mediation effect is calculated by the formulae (a*b=y), whereby ‘a’=.46 (OC—»

EJS), and ‘b’=.75 (EJS—» OCB). Then: OG— EJSG*» CB=.46 *.75=.35 or 35%. To check
whether this result is statistically significant or not, a Soble test analysis was conducted using the
Web calculator and the results presented in Table 4.3 indicated that the mediation effect is
perfectly significant at (p<.05).

Table 4.3: Results of Soble test on significance of the mediation effect

Test name Test statistic | Standard error | P-value
Soble test 4.530 .076 .000
Aroian test 4.519 .766 .000
Good man test | 4.541 .076 .000

Source: Own calculation using the Soble test Web calculator, (2022).
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Therefore, it could be concluded that OC could better affect the level of OCB in an organization
when it gets mediated by EJS. In other words, it is only when employees get satisfied with the
various aspects of their organization’s culture that they could reflect OCB. Organizations that
have employees who practice OCB are guaranteed for high performance (Sadeghi, Ahmadi &
Yazdi, 2016).

The studied organizations have statistically significant difference in their nature of
organizational culture and levels of employees’ job satisfaction and organizational citizenship
behavior

The fifth hypothesis of this study was the point that MoE, FEACC and MoM scored high,
medium and low levels of performance respectively due to the variation they have in the nature
of their OC and the levels of EJS and OCB. MANOVA was conducted in order to check if such
significant difference exists among the studied organizations.

Table 4.4: Multivariate tests

Multivariate Tests?
Effects < —
3 8% | 5 .| E
< > 2 = 2 < 3
> L T8 | Ws ) Q o
Pillai's Trace .983 13089.004° | 3.000 | 687.000 .000 | .983
Interce | Wilks' Lambda .017 13089.004° | 3.000 | 687.000 .000 |.983
pt Hotelling's Trace 57.157 | 13089.004° |3.000 | 687.000 .000 |.983
Roy's Largest Root | 57.157 13089.004° | 3.000 | 687.000 .000 | .983
Pillai's Trace .081 9.664 6.000 | 1376.000 |.000 | .040
Wilks' Lambda 919 9.849b 6.000 | 1374.000 |.000 |.041
Organi | Hotelling's Trace .088 10.035 6.000 | 1372.000 |.000 | .042
zation Roy's Largest Root | .087 19.851c 3.000 | 688.000 .000 |.080

a. Design: Intercept + Organization

b. Exact statistic

c. The statistic is an upper bound on F that yields a lower bound on the significance level.
Source: Own calculation using SPSS, (2022).

The Wilk’s Lambda row of Table 4.4 indicates a value of .919 with Sig. level of .041, which is
less than P=.05. Hence, there is a statistically significant difference among the studied
organizations’ OC, EJS and OCB. However, this result does not indicate the wherea bouts of
such difference. Hence, a test of between subjects effects was conducted which revealed that the
studied organizations have perfectly significant difference in terms of their OC and EJS
(P=.000). However, they do not have difference in their level of OCB (P=. 525).

The next step is to find out whether the difference in OC and EJS exists among the three
studied organizations or between two of them only. A post hoc test using one way ANOVA with
Bonferroni adjusted alpha level of .017 was employed to search for the differences. And results
are presented in Tables 4.5 and 4.6.



Table 4.5: Post hoc test on OC

Multiple comparisons

Tukey HSD
Studied (J) Studied | Mean Std. Sig. 95% confidence interval
organization | organization | difference (I-J) | error Lower bound | Upper bound
MoE FEACC 11503 .08695 | .383 | -.0892 .3193
MoM -.37146 06218 | .000 | .2254 5175
FEACC MoE -.11506 .08695 | .383 | -.3193 .0892
MoM 25640 .08197 | .005 | .0639 4489
MoM MoE -.37146 .06218 | .000 | -.5175 -.2254
FEACC -.25640 .08197 | .005 | -.4489 -.0639

Source: Own calculation using SPSS, (2022).
Table 4.6: Post hoc test on EJS

Multiple comparisons

Tukey HSD

Studied (J) Studied | Mean Std. Sig. 95% confidence interval

organization | organization | difference (I-J) | error Lower bound | Upper bound

MoE FEACC .04880 .07041 | .768 -.1166 2142
MoM .30383* .05035 | .000 .1856 4221

FEACC MoE -.04880 .07041 | .768 -.2142 1166
MoM 25504 .06637 | .000 0991 4109

MoM MoE -.30383 .05035 | .000 -4221 -.1856
FEACC -.25504 .07041 | .000 -.4109 -.09091

Source: Own calculation using SPSS, (2022).

The multiple comparisons made on OC and EJS indicated that there is statistically significant
difference between MoE and MoM and FEACC and MoM. Nonetheless, MoE and FEACC have
similar levels of OC and EJS.

At this stage, it is clearly identified that MoM differs from MoE and FEACC in its nature of OC
and level of EJS. However, unless the effect size is of a standardized value, the statistical
significance could not be meaningful in the real settings of the studied organizations. Practical
significance of this difference is tested by the effect sizes and mean scores of the studied
organization on OC, EJS and OCB as presented in Table 4.7.

Accordingly, the effect size on OC is .052, on EJS, .056 and on OCB is .002. According to
Cohen’s (1988, pp. 284-287) categorization of effect sizes; .2 as small, .5 as medium and .8 as
large for group comparisons; the effect sizes of all the dependent variables of the current study
are trivial. This leads to the conclusion that the difference in the studied organizations’ level of
performance might not be caused by their difference in the nature of OC or the levels of EJS and
OCB, but by other factors that are not included in this study.

Afrincan Journal of Leadership and Development 11
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Table 4.7: Tests of between subject effects

Tests of Between-Subjects Effects

Source | Dependent | Type Ill Sum | df | Mean Square F Sig. | Partial Eta
Variable of Squares Squared

Correc | Total OC 20.413a 2 |10.206 18.851 .000 | .052

ted Total EJS | 14.566b 2 |7.283 20.514 .000 | .056

Model | Total OCB | .264c 2 |.132 .644 525 | .002

Interce | Total OC 5090.046 1 | 5090.046 9400.908 .000 | .932

pt Total EJS | 5036.867 1 |5036.867 14186.846 |.000 | .954
Total OCB | 7286.043 1 | 7286.043 35555.551 |.000 | .981

Organi | Total OC 20.413 2 |10.206 18.851 .000 | .052

zation | Total EJS | 14.566 2 |7.283 20.514 .000 | .056
Total OCB | .264 2 |.132 .644 525 | .002

Source: Own calculation using SPSS, (2022).

Moreover, the above conclusion is supported by the moderate level mean score values of the
studied organizations (Andrew, 2017) on OC (MoE =3.241, FEACC=3.126) and MoM =2.869).
On EJS (MoE=3.180, FEACC= 3.131, and MoM=2.867). Nonetheless, the organizations’ mean
scores on OCB are relatively high (MoE= 3.673, FEACC= 3.667, and MoM=3.710).

The qualitative data gathered via interview also supports the quantitative findings. Due to
frequent introduction of various change tools and leadership reshuffling, there is system
disruption and lack of consistency. The studied organizations have adaptability problems. Even
though a need for intervention is identified, there are delays in taking measures. Likewise, the
mission is not well-communicated to staff members to the extent that makes it a guiding compass
for their day-to day activities. In other words, the mission does not seep in to the daily routines of
every employee. Employees’ involvement in strategic decisions is also very weak. The studied
organizations focus more on following formalities and routines instead of scanning the task
environment and acting accordingly.

The main cause of employees’ dissatisfaction in the organizations is the low pay scale and
lack of fringe benefits. On top of that the FCSC’s job evaluation and grading (JEG) design raised
a lot of grievances on the organizations. In order to address issues of employees’ dissatisfaction,
the organizations are taking different measures such as establishing credit associations and
providing subsidized cafeteria services.

The interviewees also explained that, even though employees’ are not satisfied, they always give
positive feedback that could improve the organization’s performance. They have strong belief in
their organizations’ ability to make positive and fundamental impact on the lives of citizens.

7. Discussions

The intriguing finding of this study is that the studied organizations’ have moderate level mean
scores on the nature of their OC and levels of EJS; but, they have relatively higher mean score
values on their level of OCB. This finding is inconsistent with theories that assume presence of
the right OC and higher levels of EJS as determinants of higher levels of OCB. This
inconsistency was reconciled by further scrutiny and analysis of antecedents of OCB.
Accordingly, it was found out that the cause of the relatively higher mean scores on the studied
organizations level of OCB is not presence of the right culture and employees’ satisfaction with



their jobs (Cascio, 2003). Instead, it was derived by the interdependent nature of the jobs’ design
(Bachrach, Powell & Bendoly, 2006, Procter & Currie, 2004), employees’ personal dispositions,
the public serving nature of the jobs and content of the public sector values which are highly
intertwined with humanity and altruism (Rayner, Lawton, & Williams, 2012, Grant, 2007).
However, even though public organizations could have higher levels of OCB no matter what the
nature of their OCs or levels of EJS are; this scenario could not perpetuate sustainably and
maximize OP unless supported by the public sector leaders’ act of designing a contextually right
OC and ensuring EJS as much as possible.

Another critical finding of this study is that the studied organizations were ranked as high,
medium and low level performers in reform and good governance (FCSC, 2020). However,
given the absence of practically significant difference among the organizations’ nature of OC
and levels of EJS and OCB, there could not be such difference in their levels of performance. As
stated by Diefenbach (2009), such difference in performance could have been resulted from the
flaws in measurement characterized by limited depth, breadth and inability to absorb
organizational complexities. Technically, the measurement focuses on hard and orthodox in
dicatros such as efficiency, productivity, cost and technical performance (Omiirgoniilsen, 2002).
What makes it worse in the case of the studied organizations is that the subject measured was not
achievement of the organizations’ main objectives and goals, but the procedural issues on the
implementation of reform and good governance.

8. Conclusion

Results of the SEM analysis revealed that, OC has a positive and statistically significant direct
effect on OCB. Besides, the indirect effect of OC on OCB via the mediation role of EJS is found
positive and statistically significant. Despite presence of statistically significant differences in the
nature of OC and levels of EJS between MoE and MoM and FEACC and MoM, all of the
studied organizations have relatively higher levels of OCB. Nonetheless, the effect sizes and
standardized mean score values of OC, EJS and OCB of the studied organizations show that
there is no practically significant difference among the studied organizations’ nature of OC and
levels of EJS and OCB.

This finding leads to the conclusion that the difference in the studied organizations’ level of
OP was not mainly caused by nature of their OC and levels of EJS and OCB. Rather, it happened
due application of flawed measurement indicators. What makes it worse is that the performance
results were not cross-checked via various techniques such as employees’ reflections; comments
of the over sighting bodies and comparisons with the practical reality of the organizations. The
implications of these findings are that the flawed performance reports may mislead decision
makers and affect moral of members of those organizations whose performance is rated as low.
Besides, findings of such flawed performance measurements could not serve as means of
organizational learning and development.

Acknowledgements

The researcher would like to express her gratitude to all respondents and officials of MoE,
FEACC, and MoM for their cooperation and collaboration during data collection. The researcher
also extends her heartfelt thanks to the Ethiopian Civil Service University (ECSU) for its
consideration of the research topic and granting financial support for same.

Afrincan Journal of Leadership and Development 13



14 Araya S.G.

References

Ahmad, N., F., D, RenJye, A., K, Zulkifli Z, and Bujang, M., A (202).The development and
validation of job satisfaction questionnaire for health workforce.Malays J Med Sci.
2020;27(6):128-143. https://doi.org/10.21315/ mjms2020.27.6.12.

Aklillu, W.,Tadele, W., Mulugeta, Y., Usman, H., Alemu,A., Abdela,S., Hailemariam, A., and
Birhanu E., (2020),. Assessment of Job Satisfaction Level and Its Associated Factors
among Health Workers in Addis Ababa Health Centers: A Cross-Sectional Study.
Hindawi Advances in Public Health. Volume 2020, Article ID 1085029, 6 pages
https://doi.org/10.1155/2020/1085029

Alex, 1. (2020).Organizational Citizenship Behavior in the Public and Private Sectors: A
Multilevel Test of Public Service Motivation and Traditional Antecedents. Review of
Public Personnel Administration,Vol. 40(2), pp. 222-244. Retrieved on July 16/2021,
from https://journals.sagepub.com/doi/pdf/10.1177/0734371X18800372

Andrade T., Costa. V. F., Estivalete, V., F., B. &Lengler, L. (2017). Organizational citizenship
behaviors: a glimpse in the light of values and job satisfaction. Review of business
management, Vol. 19, No. 64, p. 236-262, Sao Paulo. DOI:10.7819/rbgn.v19i64.2899

Andrew A. (2017). Employees’ Commitment and Its Impact on Organizational
Performance.Asian Journal of Economics, Business and Accounting 5(2): 1-13. Retrieved
on December 21/2021, from https://www.researchgate.net/publication/321878807

Argyris, C. and Schon, D. (1978).0Organizational Learning: A theory of action perspective.
Addison-Wesely publishing: Philippines.

Bachrach, D., G., Powell, B., C, Bendoly, E (2006).Organizational Citizenship Behavior and
Performance Evaluations: Exploring the Impact of Task Interdependence. Journal of
Applied Psychology.Retrieved on 27/01/2022, from
https://www.academia.edu/4292913/Organizational_Citizenship Behavior_and Performa
nce_Evaluations_Exploring_the Impact of Task_Interdependence

Balaboniene, I. & Vicerskinie, G.(2015).The Aspects of Performance Measurement in Public
Sector Organization, Procedia - Social and Behavioral Sciences, 213 ( 2015 ) 314-320.
Retrieved on 14/10/ 2021, from https://creativecommons.org/licenses/by-nc-nd/4.0/

Cameron,K.,S.,&QuinnR.,E.(2006).Diagnosingandchangingorganizationalculture:Basedont
hecompetingvaluesframework.Reviseded.SanFrancisco:Jossey-Bass.Carnall,C.

Cascio, W. F. (2003). Changes in workers, work, and organizations. In W. Borman, R. Klimoski,
& D. llgen (Eds.), Handbook of psychology. Volume 12: Industrial and
organizationalpsychology:401-422. New York: Wiley. Retrieved on January 28/from
https://home.ubalt.edu/tmitch/651

Creswell, J.,W. (2009). Research design: Qualitative, quantitative and mixed methods
approaches. 3" ed. USA: Sage publications.
EuropeanScientificJournal,1,Specialedition. Retrieved May
18/2021,fromhttp://dx.doi.org/10.19044/esj.2013.v9n10p%25p

Denison, D. R. (1990). Corporate culture and organizational effectiveness. New York, NY: John
Wiley. Retrieved on 22/10/2021, from
https://onlinelibrary.wiley.com/doi/epdf/10.1002/hrm.3930280408

DerejeM. ,Mirkuzie W. , Ayinengida A. and Fitsum B. (2020). Perceived organizational culture
and its relationship with job satisfaction in primary hospitals of Jimma zone and Jimma
town administration, correlational study.BMC health services research.Retrieved on
January 12/2022, from



https://doi.org/10.1155/2020/1085029
https://journals.sagepub.com/doi/pdf/10.1177/0734371X18800372
https://www.researchgate.net/publication/321878807
https://www.academia.edu/4292913/Organizational_Citizenship_Behavior_and_Performance_Evaluations_Exploring_the_Impact_of_Task_Interdependence
https://www.academia.edu/4292913/Organizational_Citizenship_Behavior_and_Performance_Evaluations_Exploring_the_Impact_of_Task_Interdependence
https://creativecommons.org/licenses/by-nc-nd/4.0/
https://home.ubalt.edu/tmitch/651
https://onlinelibrary.wiley.com/doi/epdf/10.1002/hrm.3930280408

https://bmchealthservres.biomedcentral.com/track/pdf/10.1186/s12913-020-05319-
x.pdf

Diefenbach, P. (2009). New public management in public sector organizations: The dark sides of
managerialistic enlightenment. Public Administration, 87 (4).892-909, Blackwell.DOI:
10.2478/piche-2020-0038, pp. 398-406, Proceedings of the 14™ International Conference
on Business Excellence

Gao, J. (2015). Performance measurement and management in the public Sector: some lessons
from research evidence. Public administration and development. Vol. 35,pp. 86-96 . DOI:
10.1002/pad.1704 https://www.utgjiu.ro/revista/ec/pdf/2016-04/27_lon,%20Criveanu.pdf

Grant, A., M. (2007). Relational job design and the motivation to make a pro-social difference.
Academy of Management Review. Vol. 32, No. 2, 393—

417 .https://selfdeterminationtheory.org/SDT/documents/2007_Grant_ AMR.pdf

Hackman, R., & Oldham, G., R. (1976). Motivating through the design of work.Organizational
Behavior and human performance, 16, (250-279).Academic press.Retrieved on
15/10/2021, from
https://web.mit.edu/curhan/www/docs/Articles/15341 Readings/Group_Performance/Hac
kman_et al 1976 Motivation_thru_the design_of work.pdf

Israel, G., D. (2003). Determining sample size. PEODG: Institute of food and agricultural
sciences of Florida.
https://www.tarleton.edu/academicassessment/documents/samplesize.pdf

Kaplan, R., S and Norton, D., P (1996). The balanced score card. The president and Fellows of
Harvard College. Retrieved from https://www.pdfdrive.com/the-balanced-scorecard-
translating-strategy-into-action-d193205419.html.

Kassa T. and Zekarias M. (2020).Determinants of Public Servants’ Performance in Federal
Public Service Sectors in Ethiopia.In Public Administration in Ethiopia: Case Studies and
Lessons for Sustainable Development, pp.500-527. Ed. Bacha K. D., Bouckaert G.,
Meheret, A., W,

Kittilertpaisanea, J., Chanchiprechab,C., and Khatiwat, P. (2014). A questionnaire survey on the
influence of job satisfaction on organizational citizenship behavior: a study of city and
town municipality in Thailand. 6™ International Science, Social Sciences, Engineering and
Energy Conference 17-19 December, 2014, Prajaktra Design Hotel, UdonThani, Thailand.
http//iseec2014.udru.ac.th.

Mahmood R, and Ahmed M. (2015). Impact of Organizational culture on job satisfaction: A
study on Banglalion Communication Ltd, Bangladish. European journal of Business and
Management, Vol.7, No. 10. pp.160-174.
https://www.researchgate.net/publication/303044021

Meyers , K.&Verhoest K., (2006). Performance of public sector organizations: do management
instruments matter? Retrieved on 13/10/2021, from www.publicmanagementinstitute.be

Omiirgoniilsen, U. (2002). Performance measurement in the public sector: rising concern,
problems in practice and prospects. H.U. PktisadiveDdariBilimlerFakiiltesiDergisi, Cilt
20, Say1l, s. 99-134. Retrieved on 14/10/2021, from
https://dergipark.org.tr/tr/download/article-file/310550

Ondoro C., O. (2015). Measuring organization performance” from balanced scorecard to
balanced ESG framework.International journal of economics, commerce and
management.Vol.lll, issue 11. UK. Retrieved from: http//ijecm.co.uk, on 14/10/ 2021.

Organ D., W. (1997). Organizational citizenship behavior: its construct clean up time. Human

Afrincan Journal of Leadership and Development 15


https://bmchealthservres.biomedcentral.com/track/pdf/10.1186/s12913-020-05319-x.pdf
https://bmchealthservres.biomedcentral.com/track/pdf/10.1186/s12913-020-05319-x.pdf
https://www.utgjiu.ro/revista/ec/pdf/2016-04/27_Ion,%20Criveanu.pdf
https://web.mit.edu/curhan/www/docs/Articles/15341_Readings/Group_Performance/Hackman_et_al_1976_Motivation_thru_the_design_of_work.pdf
https://web.mit.edu/curhan/www/docs/Articles/15341_Readings/Group_Performance/Hackman_et_al_1976_Motivation_thru_the_design_of_work.pdf
https://www.tarleton.edu/academicassessment/documents/samplesize.pdf
https://www.pdfdrive.com/the-balanced-scorecard-translating-strategy-into-action-d193205419.html
https://www.pdfdrive.com/the-balanced-scorecard-translating-strategy-into-action-d193205419.html
https://www.researchgate.net/publication/303044021
http://www.publicmanagementinstitute.be/
https://dergipark.org.tr/tr/download/article-file/310550

16 Araya S.G.

performance, 10 (2),85-97. Lawrence Erlbaum Associates.http://www.dl.edi-
info.ir/Organizational%?20citizenship%20behaiviour.%20its%20construct%20clean%20up

%20time.pdf

Polat, S., (2009). Organizational citizenship behavior (OCB) display levels of the teachers at
secondary schools according to the perceptions of the school administrators.Procedia
Social and Behavioral Sciences, 1, pp.1591-1596.Elsevier. Retrieved on 21/10/2021,
from, https://files.eric.ed.gov/fulltext/ED506272.pdf

Procter, S. and Currie, G. (2004).Target-based team working: Groups, work and interdependence
in the UK civil service. Human Relations, 57(12), 1547-1572. Retrieved on January
27/2022 from, https://eprints.ncl.ac.uk/file_store/production/56653/A3F5C591-A7E2-
49C2-B647-33F2AAB6A0615.pdf

Rayner,J., Lawton, A., and Williams, H., M,(2012). Organizational Citizenship Behavior and the Public
Service Ethos: Whither the Organization? Journal of Business Ethics, Vol. 106 (2). (March 2012),
pp. 117- 130 Published by: Springer. Stable URL.: https://www.jstor.org/stable/41426661

Sadeghi, G., Ahmadi, M. and Yazdi, M., T. (2016). The relationship between organizational citizenship
behavior and organizational performance (case study: Agricultural Jihad Organization of
Mazandaran Province). Problems and Perspectives in Management, 14(3-si), 317-
324.d0i:10.21511/ppm.14(3-si).2016.03.

Sageer, A., Rafat,S., and Agarwal, P. (2012). Identification of Variables Affecting Employee
Satisfaction and Their Impact on the Organization.IOSR Journal of Business and Management
(I0SR-JBM).Volume 5, Issue 1 (Sep-Oct. 2012), PP 32-39.www.iosrjournals.org

Schein,E.,H.(2004).Organizational culture andleader ship.3"ed. SanFrancisco:Jossy-Bass.

Selam G.& , Belay F. (2018).Employees’ Turnover Intention in Public Service Bureau in Ethiopia: The
Case of Dire DawaAdministration.International Journal of Scientific and Research Publications,
Volume 8, Issue 6. DOI: 10.29322/1JSRP.8.6.2018.p7850.
http://dx.doi.org/10.29322/1JSRP.8.6.2018.p7850

Simonsen P. (1997). Promoting a development culture in your organization.Using career development as
a change agent.USA: Davies-Black.

Sinek, S. (2014).Leaders eat last: Why some teams pull together and others don’t. Penguin Group, USA.

Solomon M. (2013). Civil service reform in Ethiopia: Issues, lessons and future directions. International
journal of public administration, 36 (4). 235-247. Retrieved on October 15/2021, from http://
www.tandfonline.com

ThruvenkadamT.,&Durairaj Y. A. (2017). Organizational citizenship behavior: its definitions and
dimensions. GE-International Journal of Management research. Vol. 5, Issue 5. PP. 46-55.

Umrani, W., A., Memon P., A., Samo, A., H. Shah, S.,M.,M. (2016). Psychometric properties
examination of organizational culture construct: Evidence from Pakistan. International Journal of
Academic research in business & social sciences.Vol.6., No.12. DOI: 10.6007/1JARBSS/v6-
112/2529; URL:http://dx.doi.org/10.6007/1JARBSS/v6-i12/2529

Van Dyne, L., Graham J., W., and Dienesch R., M. (1994). Organizational Citizenship Behavior:
Construct Redefinition, Measurement, and Validation. The Academy of Management Journal ,
Aug., 1994, Vol. 37, No. 4 (Aug., 1994), pp. 765-802 Published by: Academy of Management
Stable URL.: https://www.jstor.org/stable/256600

Westover,J.,H.(2014).Strategichumanresourcemanagement: Leadinginnovativeorganizationsseries.U
SA:HCI.

Worku, T., M., (2019). ‘Public service reform in Ethiopia: Challenges and gaps post-implementation’,
Africa’s Public Service Delivery and Performance Review 7(1), a246. https://doi.org/
10.4102/apsdpr.v7il.246



https://files.eric.ed.gov/fulltext/ED506272.pdf
https://eprints.ncl.ac.uk/file_store/production/56653/A3F5C591-A7E2-49C2-B647-33F2AA6A0615.pdf
https://eprints.ncl.ac.uk/file_store/production/56653/A3F5C591-A7E2-49C2-B647-33F2AA6A0615.pdf
https://www.jstor.org/stable/41426661
http://dx.doi.org/10.29322/IJSRP.8.6.2018.p7850
https://www.jstor.org/stable/256600

