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Abstract

Organizational commitment performance can help the strengthening
employees' cohesion with the organization and considering
organizational interests as individual interests. Based on this an
individual can be willing to invest in extra time for the organization. It
can be seen that employees with higher organizational commitment
exhibit organizational citizenship behavior more easily. The purpose of
the research is to explore the effects of public sector organizational
culture on organizational commitment and citizenship behaviors of
employees. The current study was conducted with the participation of
employees in public sector of Taiwan. According to the results, the
current study is expected to help public sectors strengthen employees'
cohesion with public sectors by considering the public sector benefits,
being willing to invest extra time for public sectors, and showing higher
performance in terms of organizational citizenship behavior.
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Introduction

Human resource is the most important asset in an organization, and the
promotion, training and managing talents are the keys in the survival of
an organization. In a highly competitive environment, managers in an
organization, regardless of the internal or external environment, should
think ahead, plan strategically, and have excellent organizational
personnel with high “organizational citizenship behavior” to reach
organizational objectives. These are essential in order to promote
industrial competitiveness and create sufficient organizational
performance and sustainable organizational operations. Improving the
organizational citizenship behavior of employees to contribute more to
the organization becomes a key to maintaining the sustainability of an
organization in the fierce competition. Jain et al. (2019) mentioned that
many scholars have addressed the importance of organizational
citizenship behavior and discussed the factors of organizational

citizenship behavior of employees. Several studies indicated that
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employees who have high job satisfaction can create more
benefits for the organization. It was also stated that
employees who are willing to spend more time on their
work can promote their organizational commitment and
this can lead to higher output value for the organization
(Guan & Frenkel, 2019). Andersén & Andersén (2019)
regarded close relations between organizational citizenship
behavior and organizational culture; from the perspective
of social exchange to view human resource management,
support for organizational goal was the critical factor in
inducing employee performance (Kessler et al., 2020). Xu
& Yu (2019) explained the theory of justice that employees'
perception of just pay & reward and input-output balance
would promote the responsibilities for and obligation to the
organization and enhance the positive work to support the
organization effectiveness (Yu Sheng & Ibrahim, 2019). In
the past, public sector employees emphasized obedience
from the top down. Employees simply followed the
instructions of principals and directors, without
complaints. Along with the change in social value and
relevant regulations, public sector leaders are gradually
reducing arbitrariness and emphasizing communication
and coordination. Besides, the strengthening of employees'
autonomy right has the effect of reducing employees'
cohesion with the public sector as well as willingness to
devote themselves to the organization and work attitude.
When they feel that public sector leaders' decisions are not
fair and just and they are treated unfairly; the public sector's
management performance will suffer. According to
national and international research, organizational culture
is about the perception of justice in the work environment,
including employees' work motivation, health, job attitude,
employee interaction, work performance, and other
organization-related interactions that are related to
employees perceived organizational culture. In this respect,
it is important for public sector leaders to understand the
content of organizational culture in order to promote public
sector members' perceived organizational culture. As a
result, this study aims to to explore the effects of public
sector organizational culture on organizational citizenship
behaviors and commitment of employees, expecting to help
a public sector reinforce the employees' cohesion to the
public sector to consider public sector benefit as individual
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benefit, be willing to make efforts for the public sector by
investing in time beyond working hours, and present
organizational citizenship behavior.

Literature review and hypotheses

Tremblay et al. (2019) defined organizational culture as
employees' subjective perception of organization,
including the given salary conforming to the reward to the
employees' job involvement; it was similar to the use of
reward or punishment standards, inquiry of employees'
opinions, and clear explanation of decisions. Jehanzeb &
Mohanty (2020) regarded organizational culture as the
result of organizational members' subjective justice
perception concerning about organizational resource
allocation, internal management system, and interpersonal
interaction. Yao et al. (2019) explained justice theory as a
from the point of social comparison that compares personal
performance with others' performance to measure the
awareness of fairness. If the ratio is found unequal, it can be
stated that the individual perceives unjust psychological
stress. The latent drives can facilitate to retrieve the
injustice disadvantage, and various possible behaviors
might be adopted to reduce such unbalanced cognitive
dissonance for justice. It was indicated that organizational
culture promotes the formation of social exchange
relationships among employees that drive employees'
organizational commitment. Chowdhury (2020)
interpreted justice from the sociological perspective that
social or organizational learning influences outcome
attribution, the overall organizational decision-making
process, and employees' perceptions of justice. In this
respect, justice was defined as an instrument that helps
individuals to analyze the relationships occurred in the
social situation, which is constructed in the society. It is a
subjective perceptual cognition. The research results
revealed positive relationships between the interaction
between organizational culture and leader-member
exchange and organizational commitment (Lay et al.,
2020). Chen and Ayoun (2019) consider organizational
culture the fair treatment of employees in the workplace
and they describe and explain the justice in working
environment. This study was designed as research on the
development of human resources with structural equation
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modeling. It was discovered that employees' perception of
organizational culture can show organizational
commitment. According to the literature review above, the
following research hypothesis was developed in this study.
H1: Organizational culture shows significant and positive
effects on employees' organizational commitment.

Meynhardt et al. (2020) regarded organizational
commitment as the intensity of individual loyalty and
contribution to the organization to affect individual
organizational involvement as well as individual attitude or
tendency to link with the organization; such a link showed
importance to individual and revealed value on the
organization and even the entire society. Bizri & Hamieh
(2020) regarded organizational commitment as individual
identity to and involvement in specific organization, i.e.
organizational members' behavioral tendency of not
leaving the organization due to salary, position, and
friendship with colleagues. Kong et al. (2019) mentioned
that many empirical studies pointed out organizational
commitment as a key factor in organizational citizenship
behavior. Organizational citizenship behavior was
described as an individual member's spontaneous and
informal behavior required by work and organizational
commitment showed large correlations with the formation
of organizational citizenship behavior. Keulemans and
Sandra (2020) considered that organizational commitment
stands for an individual's loyalty and contribution to the
organization which affects the strength of individual
involvement in the organization as well as individual
attitude or tendency toward organizational connection. This
is not only important to individuals, but also valuable for
the organization and even to the entire society. In the
discussing the effects of employees' work attitudes on
organizational citizenship behavior, it was found that
employees with higher organizational commitment exhibit
better organizational citizenship behavior. In the research
on the correlations between organizational commitment
and organizational citizenship behavior, Britt et al. (2020)
considered organizational commitment as individual
identification and involvement in a particular organization.
In other words, it can be described as the behavioral
tendency of organizational members who are unwilling to
leave the organization because of salary, position, and
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relationship with colleagues. Research has found positive
effects of organizational commitment on organizational
citizenship behavior. Employees with stronger
organizational identification and deeper involvement show
higher organizational commitment and are more likely to
exhibit organizational citizenship behaviors (Ohunakin et
al., 2019). According to the above literature review, the
following hypothesis was derived in this study. H2:
Organizational commitment presents remarkable and
positive effects on employees' organizational citizenship
behavior.

Choong et al. (2020) considered that organizational
citizenship behavior was resulted from employees' emitted
behavior, a contract or chemistry between employees and
the organization, as well as a belief between employees and
the organization. Bogler, R., & Somech, A. (2019) defined
organizational citizenship behavior as employees
spontaneously engaging in ex-role behavior exceeding
organizational norms of formal roles and without formal
reward or definite return from the organization; such
behavior was a kind of social exchange behavior to
effectively promote organizational effectiveness. Chang et
al. (2019) suggested that justice might affect organizational
citizenship behavior, mainly because employees'
perceptions of justice can reinforce trust in the organization
to promote citizenship behavior. Research on justice and
organizational citizenship behavior, in which employees in
different organizations served as participants, revealed
positive correlations between organizational culture and
organizational citizenship behavior. Koopman et al. (2020)
considered organizational citizenship behavior as the
behavior exhibited by employees, a contract or agreement
between employees and the organization that stands for the
shared understanding between employees and the
organization. Research on the antecedents of organizational
citizenship behavior indicated that subordinates who
perceive fair treatment and receive fair rewards exhibit
behaviors that are beneficial to the organization. In other
words, the fair treatment returns the organization with
organizational citizenship behavior. Frye et al. (2020)
studied the relationships between organizational culture
and organizational citizenship behavior and found highly
positive correlations between organizational culture and
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organizational citizenship behavior. Employees who
perceive an equitable relationship with the organization can
easily show citizenship behavior beneficial to the
organization and view organizational citizenship behavior
as a reasonable contribution to the organization (Singla &
Beri, 2020). According to the above literature review, the
following hypothesis was proposed in this study. H3:
Organizational culture reveals notable and positive effects
on employees' organizational citizenship behavior.

Operational definition
(1) Organizational culture

In line with Dai et al.'s (2020) study, distributive,
procedural, and interactional equity were considered as the
dimensions of organizational culture, and the operational
definitions of these concepts can be explained as below.

1. Distributive equity: This concept refers to just and fair
organizational distribution of resources and the
subordinates' response to the results of this
distribution.

2. Procedural equity: The term procedural equity refers to
employees' perceived fairness and justice during
organization decision making.

3. Interactional equity: This term can be described as
employees' feelings about the organization's exchange
with members and consideration of subordinates'
opinions, ideas, and positions before decision making.

(2) Organizational commitment

Considering Chou et al.'s (2020) study, it can be stated that
organizational commitment contains three dimensions
which are value commitment, effort commitment, and
retention commitment, and the operational definitions and
scale are explained as follows.

1. Value commitment: This term refers to employees'
identification of the objectives and values of the
company.

2. Effort commitment: This concept can be defined as
employees' willingness to spend effort to achieve the
objectives of the company and take these objectives as
the priority.

3. Retention commitment: This concept refers to
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employees' willingness to continuously stay in the
company and help the company achieve its objectives.

(3) Organizational citizenship behavior

According to Chan et al. (2019), organizational citizenship
behavior covers “assisting colleagues™, “identifying
organization”, and “devotion and dedication”, and the
operational definitions for these terms can be explained as
below.

1. Assisting colleagues: This refers to actively help
colleagues with the problems at work.

2. Identifying organization: The term can be described
as the employees' efforts to maintain organizational
image, their positive participation in the organization
related activities and meetings, as well as their positive
and active suggestion-making to benefit the
organization.

3. Devotion and dedication: This term refers to
employees' proactive behavior to promote the quality
of work.

Methodology

I Conceptual framework of this studyH3
Based on the above literature review, the conceptual
framework for this study can be designed (Figure 1) to
discuss the relationships between organizational culture,
organizational commitment, and organizational citizenship
behavior.

Figure 1: Conceptual framework

H3

H1 H2

A 4

Organizational Organizational
culture ] commitment

Organizational
citizenship behavior

A 4

I. Research object

The current study was conducted with the participation of
employees in public sector of Taiwan. A total of 320 copies
of questionnaire were distributed. After removing invalid
and incomplete copies, 283 copies were found to be valid.
The retrieval rate was found as 88%. The questionnaire
survey is preceded in May- June, 2024.
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I1. Method and model

The goodness of fit in LISREL model is generally tested
considering overall model fit (i.e. extrinsic quality of
model) and intrinsic quality of model. In terms of overall
model fit test, the common indicators contain (1) “y2 ratio”
(Chi-Square ratio) which stands for the difference between
actual theoretical model and expected value, and it is better
when it is smaller than 3, (2) Goodness of fit index (GFI)
and adjusted goodness of fit index (AGFI) which reveals
better fit when close to 1, (3) root mean square residual
(RMR) which reflects the square root of “residual variance
of fit/covariance mean”, and is better when smaller than
0.05, (4) incremental fit index (IFI), which shows excellent
model fit when higher than 0.9.

Indicators for intrinsic quality of model are often used in
LISREL. Referring to McDonald & Marsh (1990), it
contain (1) SMC (square multiple correlation) of individual
manifest variable, an equivalent of R2 of manifest variables
and latent variables, it should be higher than 0.5, (2)
composite reliability (p) of latent variables, an equivalent of
Cronbach's o of observed indicators of the latent variable, it
should be higher than 0.6, (3) average variance extracted of
latent variables, which is calculated by dividing the R2 sum
of manifest variables of a latent variable by the number of
manifest variables to reveal the percentage of the latent
variable to be measured with manifest variables, it should
be higher than0.5.

Results of the study
I. Factor analysis

Factor analyses for this study are shown in Table 1. Three
factors as “distributive equity” (eigenvalue=3.162,
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0=0.86), “procedural equity” (eigenvalue=2.532, 0=0.88),
and “interactional equity” (eigenvalue=2.175, a=0.90)
were extracted through factor analysis under the
organizational culture. The cumulative covariance
explained achieved 78.176%. Three factors as “value
commitment” (eigenvalue=2.163, a=0.89), “effort
commitment” (eigenvalue=1.841, a=0.82), and “retention
commitment” (eigenvalue=1.536, 0=0.89) were extracted
through factor analysis under the organizational
commitment. The cumulative covariance explained was
found as 80.177%. The organizational citizenship behavior
scale revealed to be composed of three factors as “assisting
colleagues™ (eigenvalue=2.733, a=0.80), “identifying
organization” (eigenvalue=2.428, a=0.83), and “devotion
and dedication” (eigenvalue=1.862, a=0.87) as a result of
the factor analysis. The cumulative covariance explained
was found as 74.833%.

II Correlation analysis

The correlation analysis results showed significant
correlations between organizational culture, organizational
commitment, and organizational citizenship behavior. The
results revealed the possibility of multicollinearity, and the
notable correlations among dimensions also revealed the
consistency with researchers' hypotheses.

IT1. Model fit test

“Maximum likelihood” was applied in this study, and the
results reached convergence. The overall model fit
indicators passed the test (Tablel) fully reflecting good
extrinsic quality of the model (McDonald & Marsh, 1990).

Table 2 Model analysis result

Indicator Judgement standard Result
p -value p -value > 0.05 0.000
x2/d 1. <3 1.736
GFI >0.9 0.971
AGFI >0.9 0.935
Overall Fit CFI >0.9 0.957
RMR <0.05,<0.025 excellent 0.016
0.05~0.08 good
RMSEA < 0.05 excellent 0.042
NFI >0.9 0.967
IFI >0.9 0.931
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IV.Path relation test

Selecting latent variables of distributive equity, value commitment, and assisting colleagues as the reference indicators with
fixed 1, the causal relation path (Table 2) showed significant estimates between other dimensions and variables. Procedural
equity=1.05 presented more explanatory power than distributive equity, and effort commitment=1.04 had more explanatory

power than value commitment.

Table 2 Overall linear structural model analysis result

factor/evaluation standard estimate
distributive equity (al) 1.00
Organizational culture procedural equity (02) 1.05
interactional equity (a3) 1.07
value commitment ($1) 1.00
Organizational commitment effort commitment ($2) 1.04
retention commitment (B3) 1.08
assisting colleagues (c1) 1.00
Organizational citizenship behavior identifying organization (02) 1.11
Devotion And dedication (63) 1.09
Organizational culture—organizational commitment 0.383
Organizational commitment—organizational citizenship behavior 0.357
Organizational culture—organizational citizenship behavior 0.293

Discussion

The results of this study revealed that public sector
commitment of employees can lead to their identification
with the public sector. It should be remembered that the
spirit of reciprocity comes from both parties and that the
interaction between employees and the public sector is a
two-way process. When a graphic design employee enters a
public sector, the public sector organizational culture
depends on the public sector's sincerity first, and then the
graphic design employee can present excellent citizenship
behavior and spend efforts to establish organizational
identification (Chen & Ayoun, 2019; Lay etal., 2020). Such
a two-way process might lead to the public sector to adjust
its policies and be willing to give more respect and attention
to the graphic design employee, who then improves his/her
organizational citizenship behavior (Frye et al., 2020;
Singla & Beri, 2020) in the public sector. When a public
sector is able to consider the policy-making from the
perspective of justice, employees demonstrate a higher
level of commitment to the public sector and exhibit
behaviors that are beneficial to the organization.
Employees who identify more strongly with the public
sector and are willing to make an effort to stay in the public
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sector exhibit organizational citizenship behavior that is
beneficial to the public sector. It is a key advantage of a
public sector when competing with other public sectors.
Regarding public sector organizational culture, Batisti¢ &
der Laken (2019) indicated that human resource
development practice could be utilized for constructing
complete cooperative learning climate among employees,
helping and rewarding employees' learning, effectively
recording valuable ideas and measures to integrate into the
work, effective application of knowledge and information,
performance evaluation system, complete learning
information, global thinking aspect, leaders' guidance and
leadership attitude, leaders' learning intention, and value of
leader and organization (Tu et al., 2019). The complete
construction of such organizational culture measures could
promote the storage effectiveness of human resources,
social resources, and public sector organization resources
(Ertiirk & Nartgiin, 2019). In this case, a public sector that
views employees as the assets and gives the deserved
attention and welfare can improve employees' morale to a
great extent, increase their public sector identification, and
exhibit relatively better job performance. This is a virtuous
circle of inspiring and managing public sector culture. A
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public sector can provide incentives through just salary and
reward system to strive for employees' organizational
identification with the public sector and promote their
performance in the public sector with organizational
citizenship behavior. Employees respected by the public
sector and the public sector receive employees' efforts and
identification are the key advantages for the public sector.
Ahmad et al. (2019) stated that education was changing
with time change, and many time elements were increased,
including marketing and innovation; however, basic
organizational commitment, value and basic requirement
for employees' competency should be consistent (Liu etal.,
2020). Under the premise, public sector leaders should
stress on the application of human resource development
strategies of employees; enhance public sectors'
organizational culture measures, and further promote
employees' organizational commitment and organizational
citizenship behavior (Tornuk & Gunes, 2020).

Conclusion

It was found that employees who perceive organizational
culture were motivated in terms of organizational
citizenship behavior. As a result, "H1: Organizational
culture has significant and positive effects on employees'
organizational commitment" is supported. This finding is
consistent with the research results of Lay et al. (2020) and
Yao et al. (2019). Employees with higher levels of
organizational commitment were able to identify the
objectives and values of the organization and were willing
to spend extra effort at work (Ohunakin et al., 2019; Britt et
al., 2020). In other words, an employee who has a stronger
identification with the organization, is willing to spend
effort. The emplyee who intends to stay with the
organization exhibits beneficial organizational citizenship
behaviors. As a result, "H2: Organizational commitment
has significant and positive effects on organizational
citizenship behavior of employees" is supported. This
finding is consistent with the research results of Britt et al.
(2020), and Keulemans and Sandra (2020). Morevover,
these findigns are consistent with the real-life. Employees
who show stronger organizational commitment can also
show stronger organizational citizenship behavior.
Consequently, "H3: Organizational culture shows
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significant and positive effects on organizational
citizenship behaviors of employees" is supported. This
result is consistent with the research findings of Frye et al
(2020), and Singla and Beri (2020). In this respect,
employees with stronger organizational commitment to the
public sector can promote the organizational citizenship
behavior. Therefore, employees' organizational citizenship
behavior can be motivated to exhibit altruistic behavior that
is also beneficial to the organization. Based on this
understanding, the public sector motivates employees to
demonstrate their best performance. For this reason, a
public sector that considers policy from the perspective of
respecting employees can promote employees' willingness
to extend themselves, positively engage in the work,
support others, promote collaboration, and actively share
knowledge for the public sector's needs. Benevolent
interaction stems from employees' motivation to engage in
organizational citizenship behavior. A public sector should
remember that employees are the primary assets of a
successful organization.
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