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Abstract: Fire Department Employee Performance Jakarta Indonesia was marked by people had not been
maximized yet since in the fire cases always come late. Society always expected the performance of the fire
department in carrying out their duties on time. The purpose of this research was to measure and describe the
extent to which performance of the Jakarta Fire Department when it was affected by the variable of
organizational commitment and strength of organizational identity and organizational citizenship behaviour.
The method used in this research was quantitative. Data analysis techniques used was SEM (Structural
Equation Modelling) with the help of AMOS program. The data were collected by using a research instrument
that was distributed to the sample of 355 employees. The results showed that organizational commitment was
significantly influence organizational citizenship behaviour, but having no significant effect on employee
performance. While organizational citizenship behaviour had a significant effect on employee performance.
Organizational citizenship behaviour was mediating the relationship between commitments to employee
performance. On the other hand, it did not significantly influence organizational identity on organizational
citizenship behaviour, and also no significant effect on the employee performance. The implication of research
was organizational citizenship behaviour of Fire Department employee to be important in improving employee
performance.
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I Introduction

High level of economic growth and rapid development in the province of Jakarta has made Jakarta has
tremendous appeal rather than other areas, so a lot of other area residents who came to Jakarta to become the
new workforce. As a result, there is a very complex population density, such as the establishment of buildings at
the edge of wild times, social issues to the level of traffic congestion. Amid the complexity of urban problems
are always threatening fire hazards at all times. The level of public awareness of the dangers of fire tend town
still low so the potential fires trigger. The statistics data in the Fire Department in period of 2012, there are 953
times of fire cases, an increase over the previous year. This means that on average each day, it is occurred more
than two times the case of a fire. To overcome the danger of fire in the capital city of Jakarta, it is necessary for
human resources to carry out the performance of the well.

While the performance of fire fighting personnel is currently rated by the community is not maximized
yet. Lack of human resources and fleet is thought to be a trigger of Fire Department performance decline [1].
Bacal, Robert [2] states that to implement good performance, it is required good organizational commitment.
Commitment is considered important for reinforcement in improving the performance [3]. The emergence
impact of an important commitment is positive behaviours outside the formal duties of employees, called
organizational citizenship behaviour (OCB). Organizational Citizenship Behaviour (OCB) has the potential to
improve the employee performance [4], [5], [6]. Behaviours which is included in OCB is the awareness of
employees to maintain cooperation among organizational units, to protect the interests of the organization,
provide creative suggestions to improve the organization, increase personal responsibility, increase the
knowledge on their own initiative, demonstrate a positive image in the outside environment [7]

Organizational commitment is a strength measure of an organization's identity [8]. With a commitment
would improve employee performance [9]. Meyer and Allen [10] found a significant positive relationship
between employee commitment and performance. Studies linking organizational commitment, organizational
identity, OCB and performance have been carried out by previous investigators, but the results were mixed.
There is a mention of organizational commitment affect OCB [11], [12], [13], there is also a mention of the
organization's commitment has no effect on OCB [14], [15], [16]. So is the relationship commitment with
employee performance. Stating effect [17], [18], [19] whereas no effect, [20], [21] distinction results in the
background to examine in Jakarta Fire Department. The purpose of this research was to quantify and explain the
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effect of direct and indirect relationships between variables, such as commitment, organizational identity,
Organization Citizen Behaviour and performance of employees.

1. Review Of Related Literature

2.1.  Organizational commitment

Organizational commitment is a force that can stabilize the behaviour of the organization employee from
the gap between expectations and reality. This definition is based on the argument that many employees are not
satisfied with the work, but they retain their job and did not move to another organization. This view is also
criticized the limitations of transactional perspective based motivation theory in explaining the consistency and
stability of behaviour direction because of the perspective of transactional behaviour, individuals will find other
alternatives, as is expected of the organization are not met [22]. Based on the diversity of organizational
conceptions commitment, the organizational commitment construct called multidimensional. This view is
reflected the opinion of Allen and Meyer [23] who are classify organizational commitment in three dimensions:
affective commitment, continuance commitment and normative commitment. Ackfeldt & Coote [24] suggest
that the commitment will be in accordance with the goals and values of the organization, responsible, working
over the target and sought to work to benefit the organization. Mowday et al [25] explained that organizational
commitment as the strength of individual identity in favour of organizations with mutual trust, understanding the
organization's goals and values, and a strong desire to achieve organizational goals.

2.2. Organizational identity strength.

Organizational identity is a set of beliefs about what is core, strong binding and discriminating about
the organization [26], [27]. Organizational identity strength has a strategic role, which is not only the legitimacy
of the existence of an organization, but also a kind of "lens" used to evaluate the "audience" or members of the
organization so that the development of the information received into clear and plausible (make sense ), and to
conduct in-depth and detailed exploration of the foundations of considerations in decision-making so as to meet
the expectations of the parties concerned in the organization, both for and are less supportive of the organization
[28]

2.3. Organization Citizen Behaviour (OCB)

The researchers of organizational behaviour identified five dimensions that build OCB construct, such
as: altruism, courtesy, conscientiousness, sportsmanship, and civic virtue (29). Cole, [30] explained that the
willingness of employees to support the organization's goals because of the employee identity. According to
Scholl [31] identity is a fundamental aspect of employee affective commitment to the organization, which
reflects the employee's psychological organization. Previous empirical studies, has shown how the relationship
with OCB organizational commitment, among others which are reflected in some researches, such as Noor [32]
Carson, et al [33], Gautam, et al. [34], Turnipseed [35], Alotaibi [36], and Smith [37].

2.4. Employee performance.

Whitmore [38] defines performance as a deed, a performance, a public exhibition of skill. While
Wibowo [39] gives the meaning as the performance level of achievement on the implementation of specific
tasks. While Gibson et al. [40] stating that the employee's performance is the result of work accomplished by a
person in connection with his position in the organization. Bernardin and Russel [41] were making the definition
of performance by stating as follows: "performance is the record of outcomes produced on specified job
function or activity during a specified time". From the definition, there are three things, such as: (1) personnel
activities, (2) product (work), (3) time (length of service).

2.5. Organizational Commitment, Organizational Identity, OCB and Employee Performance Relations.

Research that examines the relationship between OCB performances conducted by several researchers,
such as: [42], [43], [44], [45], [46] and [47]. The study examined the relationship between organizational
identity strength and performance done by [48], [49].

The study examined the relationship between the strength of an organization's identity and OCB
performed by Moghadam [50]; Kirchner [51] and Allameh [52], whereas the research which are examining the
relationship between organizational identity strength and commitment accomplished by Meyer [53]; Cole &
Bruch [54]; GL Forward [55]; Riketta [56]. Employee commitment and organizational identity will foster social
behaviour (OCB) has the potential to provide significant benefits to organizations that improve the performance
of employees in the organization. Swaen and Maignan [57] developed a model of antecedents and consequences
of OCB as presented in the Image 2. 1.
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Picture 2.1. Antecedent and OCB Consequence

Antecedent : Consequence :
Job Satisfaction Performance ratings
Organizational Commitment OCB Quantitative performance
Perceived Justice [> [> Work quality
Leader support Turnover rate

T . Co-operation
rust in management Organizational efficiency

Customer service

1. Research Method
3.1. Research Design.

This research was using a quantitative approach, the approach used to study the population or a
particular sample, data collection using research instruments, quantitative data analysis / statistics, in order to
test the hypotheses that have been set. Quantitative research was deductive approach, which was used to answer
the research question the concept or theory that could be formulated hypotheses. The hypothesis was then tested
through field data collection based on the principle of empirical rational.

3.2. Population and Sample.

The unit of analysis (population) used in this research were employees in the Office of Jakarta Fire
Department, by using a sampling technique stratified random sample (stratified random sampling). Sample
stratification was based on different hierarchical positions, differences in the types of tasks, scope of authority
and responsibilities attached to the position referred to the appropriate level. Population of 3144 and a sample
were obtained by using the formula of Slovin obtained of 355 samples.

3.3. Data collection methods.

The process of collecting primary and secondary data was obtained by using three different data
collection techniques, such as:
a. Interviews, it was conducted to the Service employee of Jakarta Fire Department designated as responders to
obtain information in order to expand the horizon of the object of study, identify problems, and to confirm the
results of the analysis or discussion;
b. Survey, through the deployment of list of structured and administered statements / questions covered to the
respondent in writing to obtain a response from them, especially with regard to the construct of the study, and
the data obtained are intervals.

3.4. Data Analysis Techniques.

Before the research instruments were deployed, there was try out to be done first (trial) of the 30
respondents in order to check the reliability and validity, the results of the research instrument are qualified to be
proceed. For an analysis of the data obtained in the field of research, the technique used in this study was
Structural Equation Modelling (SEM), where the process was using the Analysis of Moment Structures (AMOS)

IV. Research Result
In this chapter, it was containing an overview of the respondent's description of factors ranging from
gender, age of the respondents, the level of general education, rank and work experience, everything which were
summarized and presented in the following table.

A Table 4. Respondent Description
Description Amount Percent
Sex
1. Male 339 100 %
2. Female 16 -
Amount 355 100%
Respondent Age
1. < 35 Years 249 70,14
2. 36 — 40 years 26 7,32
3 41 - 45 years 37 10.42
4 46 -50 years 27 7,61
5 More than 50 years 16 451
Amount 355 100%
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Education Level
1. SLTA (Senior High School) 284 80.00
2. D3 (Diploma) 4 1,13
3 S1 (Bachelor) 59 16,62
4 S2 (Master) 8 2,25
Amount 355 100%
Rank
1 Fourth Level) 3 0,85
2. Third Level) 86 24,23
3 Second Level) 250 73,24
4 First Level) 6 1,68
Amount 355 100%
Respondent Experiences
1. <5 years 31 8,73
2. 6 - 15 years 248 69,86
3 16 - 25 years 53 14,93
4 26-29 years 18 5,07
5 >30 years 5 141
Amount 355 100%

Based on Table 1, it could be explained that the gender of respondents were dominated by men. This indicated
that the characteristics of jobs in Fire Department required strong physical and the male gender was perfect in
this work. A heavy task in tackling the fire in the city, beside of having physical strength, it was also needed a
young age employees. The age factor in the current Fire-fighters was generally dominated by aged less than 35
years (249 people). This age was age of a productive and energetic so as to support the implementation of a
daunting task. In addition to the relatively young age were necessary, Fire Department employees who require
extensive intended to support the implementation of the operations. The highest officials experience in the
administration was dominated by Fire-fighters employee tenure of 6-15 years totalled 248 people. The level of
education was generally dominated by the education level of high school (284 people). The results of the data
analysis in this research were presented in the figure below models:

Picture 1. Analysis Result

0C1 0oC 2 OC3

0,776, 0.7196 0,44

Organizational Commitment)

8,037 NS

0,719
e PE2
Employee e
0,69 S Performance 07790 PE3
Y2 0,
PE4

-0,030NS
3 NS

Organizational Identity
X2

0,8 0,840,840

ol'1 |€|L2\ JE

Explanation:
S = Significant
NS = Not Significant
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Based on the model picture above, it can be described as follows:

Organizational Commitment was significantly having effect on OCB
Organizational Commitment had no significant effect on employee performance
Organizational Identity had no significant effect on OCB

Organizational Identity had no significant effect on employee performance.
OCB significantly affect on employee performance.

arwbdE

IV. Analysis And Discussion

1. Organizational Commitment was significantly having effect on Organizational Citizen Behaviour.

Organizational commitment is built of three dimensions, such as affective, continuance, normative. The
highest dimension in building Organizational Commitment is continuance. According to Fire Department
officials that the continuance was able to cultivate a social life, put humanity in improving its performance. Fire
Department employees have the determination that they never get home before by putting out the fire in the fire
accident. This indicated a high social life. The results of this research was in line with previous studies of
Ackfeldt & Coote (2000); Norris-Watts & Levy (2004); Paulin et al. (2006); Foote et al. (2008); Carmeli &
Freund (2004), Dickinson (2009); Meyer et al. (2002) and Noor (2009).

2. Organizational Commitment had no significant effect on employee performance.

Organizational commitment was built by affective, continuance, and normative was not yet capable of
improving the employee’s performance to the fullest. The employee performance was formed by Employee
Performance Result-based performance, Behaviour-based performance, Judgement-based performance.
Employee performance was based on the results could not be relied upon to the maximum due to limited human
resources, infrastructure and circumstances of the crime were difficult of fire-fighting vehicles passed by
because the density of the population. These results were in line with the results of previous studies such as
Carmeli (2003) which stated committed no significant effect on employee performance.

3. Identification of Organizational no significant effect on OCB

Organization identity was formed of confidence, pride and loyalty. The highest dimensions in
establishing the identity of organization is loyalty. Employee’s perception was asked to be faithful in the task
because they were forced in the call of duty every day where there would always fire cases every day. They felt
that this was very noble task and contained a high religious value. However, this perception was not supported
by OCB, because the public did not feel that the task performed by fire-fighters contained high social life. Fire-
fighters were assessed the performance was often come late to the scene of fire. The results of this research were
not the same as research conducted by Moghadam et al. (2011), which stated the identity of the organization
was significantly influence on OCB.

4. Organizational identity did not have significant effect on employee performance.

Organizational identity was built of confidence, pride and loyalty that had not yet got any good
employee performance. Employee's performance was less got good value from the community because they
were not satisfied in the sense of fire fighting personnel that could not meet what was expected by the public,
although the identity of fire fighting organizations had confidence, pride and loyalty to the job, but its value was
less positive. The results of this study were not the same as the results of previous studies such as Voss et al.
(2006), Black (2005) which stated that the identity of the organization had a significant effect on employee
performance.

5. OCB was significantly had effect on employee performance.

Organization Citizen Behaviour was constructed of Conscientiousness, Civic Virtue, Sportsmanship,
Altruism Courtesy, Peacemaking. The highest dimension in establishing Organization Citizen Behaviour (OCB)
is Peacemaking. Employee’s perception on peacemaking was that the employees feel comfortable in
implementing performance. Employees believed that the hard work that had been undertaken was a noble job
and had a value of humanity and still feel proud to be an employee in Jakarta Fire Department, although its
performance had not been well assessed. These results were in line with the results of previous studies, such as
Podsakoff et al. (2000); Link (2010), which stated that the OCB was significantly, had effect on employee
performance.

www.iosrjournals.org 34 | Page



The Effect Of Organizational Commitment And Organization Identity Strength To Citizenship

V. Conclusion

Within an organization to improve its performance, it was necessary of organizational commitment and
the result of this research showed that organizational commitment was significantly influence OCB, but it had
not had significant effect of organizational commitment on employee performance. While the Organization
Citizen Behaviour was significantly had effect on employee performance. Therefore it could be said that the
Organization Citizen Behaviour was mediating effect between organizational commitments to employee
performance. Organizational commitment had been awakened by the employee, such as affective, “continuance,
normative directly above yet achieves good performance. However, it got better when played with OCB.

The results of this research were also showed that the effect was not significantly affect the
Organization ldentity for OCB, as well as Organizational Identity had not significant effect on employee
performance, but OCB had effect on Employee Performance.OCB therefore would not mediate the effect
between organizational identities on employee performance. The identity of the organization that built
confidence, pride and loyalty had not been able to improve the performance of employees as OCB and
employee performance has been assessed by internal and external to the organization which was not maximized
yet.

References
[1] Fauji Bowo,(2011)“Monitoring and Evaluation “Fire Department And Disaster Employee Performance in Jakarta.
[2] Bacal,Robert,2004, Management Performance, translated Suryadharma & Yanuar Irawan, Gramedia, Jakarta.

[3] Davis, Keith dan John W. Newstrom. 2001, Organizational behaviour. 1a. Translated Jakarta: Erlangga.

[4] Truckenbrodt, Yolanda B. 2000, “Leader-Member Exchange and Commitment and Organizational Citizenship Behaviour”,
Acquisition Review Quarterly—Summer,

[5] Hughes, Richard L., Robert C. Ginnett, dan Gordon J. Curphy, 2002, Leadership: Enhancing The Lesson of Experience, New
Jersey.

[6] Byrne, Zinta S., 2003, “Perceptions of Organizational Justice, Identification, and Support Within Work Teams”, Working Paper,
Presented at the 18th Annual Conference of the Society for Industrial and Organizational Psychology, Colorado, April 11-13, 2003.

[7] Scholl, Richard W., 2002, Human Resource Strategies: Commitment and Control Approaches to Workforce Management,
University of Rhode Island, pp. 233-244,
[8] McNeese-Smith, Dona, 1996, “Increasing Employee Productivity, Job Satisfaction, and Organizational Commitment”, Hospital and

Health Services Administration, Vol.41, No.2, pp.160-175

[9] Luthans, Fred, 2006, “Organizational Behaviour”, ten edition, Andi, Yogyakarta

[10] Meyer , BM, Ravlin, E.C and Adkins, C.L. 1989. A Work value Approach to corporate culture : a field test of the value congruence
process and its relationship to individual outcomes. Journal of applied psychology. 7 (3)

[11] Foote, David A., & Tang, Thomas Li-Ping. (2008). Job Satisfaction and Organizational Citizenship Behaviour (OCB) : Does team
commitment make a difference in self-directed teams ? Management Decision, Vol. 46, No. 6, 2008, pp. 933-947.

[12] Paulin, M., R.J. Ferguson, and J. Bergeron, 2006, Service Climate and Organizational Commitment : The Importance of Customer
Linkages, Journal of Business Research, 59, 906-915.

[13] Noor, Ayesha. 2009. Examining Organizational Citizenship Behaviour as the Outcome of Organizational Commitment : A Study of
Universities teachers of Pakistan. Proceedings 2nd CBRC, Lahore, Pakistan.

[14]  Williams, Lary J., & Anderson, Stella E. 1991. Job Satisfaction and Organizational Commitment as Predictors of Organizational
Citizenship and In-Role Behavior. Journal of Management, Vol. 17, No. 3, 601-617.

[15] Alotaibi, Adam G. (2001). Antecedents of Organizational Citizenship Behaviour : A Study public of Public Personnel in Kuwait,
Public Personnel Management; Fall 2001; 303, ABI/Inform Research, p. 363.

[16] Begum, Noorjahan. (2005). The Relationship between Social Power and Organizational Citizenship Behaviour : The Meditational
Role of Procedural Justice, Organizational Commitment, and Job Satisfaction in Context of A Private Commercial Bank in
Bangladesh. Independent University, Bangladesh. April 2005.

[17] Shu-Chi. 2008. The Study of Organizational Commitment, Organizational Citizenship Behaviour, and Performance : The Case of
ETTV. Master’s Thesis. Human Resource Management.

[18]  Podsakoff, Philip M., Ahearne, M., & Scott B. MacKenzie. 1997. Organizational Citizenship Behaviour and The Quantity of Work
Group Performance. Journal of Applied Psychology, Vol. 82 : 262-270.

[19]  Gilder, D. (2003). Commitment, trust and work behaviour: the case of contingent workers. Personnel Review, 32(5), 588-604.

[20] Carmeli A (2003). The relationship between emotional intelligence and work attitudes, behaviour and outcomes: An examination
between senior managers. Journal of Managerial Psychology, 18(8): 788-813.

[21] O’Shea, P.G., G.F. Goodwin, J.E. Driskell, Eduardo Salas, S.D. Ardison, 2003. Contextual Performance in Military Settings : What
Role Does Commitment Play? .The research was supported by the US Army Research Institute through a Department of Defence
(DoD) STTR (Science and Technology Transfer) contract. (Contract # DASWo01-01-C-0034)

[22]  Scholl, R. W. (1981). Differentiating organizational commitment from expectancy as a motivating force. Academy of Management
Review, 6, 589-599.

[23]  Allen, N. J., & Meyer, J. P. (1996). Affective, continuance, and normative commitment to the organization. Journal of Vocational
Behaviour, 49, 252-276.

[24]  Ackfeldt, Anna L. & Coote, Leonard V. (2000). An Investigation into The Antecedents of Organizational Citizenship Behaviours.
ANZMAC 2000 Visionary Marketing for the 21% Century : Facing The Challenge 217.

[25] Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of organizational commitment. Journal of Vocational
Behaviour, 14, 224-247.

[26]  Albert S., and Whetten, D. (1985). Organizational Identity in L.L. Cummings & B.M. Staw (Eds). Research in Organizational
Behaviour (Vol. 7), 263-295. Greenwich, CT, JAI Press.

[27]  Whetten, David A., & Alison Mackey. (2002). A Social Actor Conception of Organizational Identity and Its Implications for the
Study of Organizational Reputation. Business Society, Vol. 41, No. 4, 393-414.

[28] Smith, Edward Bishop. 2011. Identities as Lenses : How Organizational Identity Affects Audience’s Evaluation of Organizational
Performance. Administrative Science Quarterly, 56, pp. 61-94.

www.iosrjournals.org 35 | Page



The Effect Of Organizational Commitment And Organization Identity Strength To Citizenship

[29]
[30]
[31]
[32]
[33]

[34]

[35]
[36]
[37]

[38]

[39].
[40].
[41].
[42].
[43].
[44].
[45].
[46].

[47].

[48].
[49].
[50].
[51].

[52].

[53].
[54].
[55].

[56].
[57].

Organ, Dennis W., et.al. (2006) Organizational Citizenship Behaviour. Its Nature, Antecedents, and Consequences. California:
Sage Publications, Inc.

Cole, Michael S., & Heike Bruch. 2006. Organizational identity strength, identification, and commitment and their relationships to
turnover intention: Does organizational hierarchy matter? Journal of Organizational Behaviour.27, 585-605.

Scholl, R. W. (1981). Differentiating organizational commitment from expectancy as a motivating force. Academy of Management
Review, 6, 589-599.

N oor, Ayesha. 2009. Examining Organizational Citizenship Behaviour as the Outcome of Organizational Commitment : A Study
of Universities teachers of Pakistan. Proceedings 2nd CBRC, Lahore, Pakistan

Carson, K. D., & Bedeian, A. G. (1994). Career commitment: Construction of a measure and examination of its psychometric
properties. Journal of Vocational Behavior, 44(3), 237- 262.

Gautam, Thaneswor, Rolf Van Dick, Ulrich Wagner, Narottam Upadhyay, Ann J Davis. (2005). Organizational Citizenship
Behaviour and Organizational Commitment in Nepal. Asian Journal of Social Psychology, Vol. 8, Issue 3, Publisher : Wiley-
Blackwell, page : 305-314.

Turnipseed.D & Murkison.G.(1996). Organization citizenship behaviour: an examination of the influence of the workplace.
Leadership & Organization Development Journal,17(2),42—-47.

Alotaibi, Adam G. (2001). Antecedents of Organizational Citizenship Behaviour : A Study public of Public Personnel in Kuwait,
Public Personnel Management; Fall 2001; 303, ABI/Inform Research, p. 363.

Smith, C.A., Organ, D.W., & Near, J.P., 1983. Organizational Citizenship Behaviour : It’s Nature and Antecedent. Journal of
Applied Psychology, Vol. 68 (4): 653-663.

Whitmore, John. 1997. Coaching for Performance : Growing People, Performance, and Purpose. Bookbytes

Wibowo, 2007. Performance Management. Ed 1, PT. Raja Grafindo Persada, Jakarta

Gibson, lvancevich dan Donnely. 1995. Organizational : Behaviour, Structure, Process., Ed eight, Binarupa Aksara, Jakarta.
Bernardin, H. John And Joyce E.A. Russel. (1993). Human Resources Strategy. Singapore: Mc Graw Hill Inc.

Erturk, Alper. (2007). Increasing Organizational Citizenship Behaviour of Turkish Academicians : Mediating Role of Trust in
Supervisor on the Relationship between Organizational Justice and Citizenship behaviours. Journal of Managerial Psychology, Vol.
22, No. 3, 2007, pp. 257-270.

Shu-Chi. 2008. The Study of Organizational Commitment, Organizational Citizenship Behaviour, and Performance : The Case of
ETTV. Master’s Thesis. Human Resource Management.

Bakhshi, Arti, Atul Dutt Sharma, Kuldeep Kumar, 2011. Organizational Commitment as predictor of Organizational Citizenship
Behaviour. European Journal of Business Management, Vol. 3, No. 4.

Jahangir, Nadim, Mohammad Muzahid Akbar, Mahmudul Hag. 2004. Organizational Citizenship Behaviour : Its Nature and
Antecedents. BRAC University Journal, Vol. I, No. 2, pp. 75-85.

Jung, J.Y., and S. Hong, Organizational citizenship behaviour (OCB), TQM and performance at the Maquiladora, International
Journal of Quality and Reliability Management, 25(8) (2008), 793-808

Podsakoff, Philip M., Scott B. MacKenzie, Julie Beth Paine, dan Daniel G. Bachrach. 2000. Organizational Citizenship
Behaviours : A Critical Review of The Theoretical and Empirical Literature and Suggestions for Future Research. Journal of
Management, VVol. 26, No. 3, 513-563.

Voss, Z. G., D. M. Cable, and G. B. Voss. 2006. Organizational Identity and Firm Performance : What Happens When Leaders
Disagree About Who We Are ?. Organization Science, Vol. 17, No. 6, pp. 741-755.

Black, Leeora D. (2005). The Role of Organizational Identity and Identification in Corporate Social Responsiveness. Discussion
Session IABS.

Moghadam, Akram Hadizadeh & Maryam Tehrani, 2011. Predicting M odel of Organizational Identity toward its Effect on
Organizational Citizenship Behaviour. African Journal of Business Management, Vol. 5 (23), pp. 9877-9888.

Kirchner, Stefan. 2010. Organizational Identity and Institutions : Dynamics of the Organizational Core as a Question of Path
Dependence. MPIfG Working Paper 10/4.

Allameh, Sayeed Mohsan., Saeed Alinajimi, & Ali Kazem. (2012). The Effect of Self Concept and Organizational Identity on
Organizational Citizenship Behaviour (A Case Study in Social Security Organization of Isfahan City). International Journal of
Human Resource Studies, Vol. 2, No. 1.

Meyer, J. P., Becker, T. E., & Van Dick, R. (2006). Social identities and commitments at work: Toward an integrative model.
Journal of Organizational Behaviour, 27, 665-683.

Cole, Michael S., & Heike Bruch. 2006. Organizational identity strength, identification, and commitment and their relationships to
turnover intention: Does organizational hierarchy matter? Journal of Organizational Behaviour.27, 585-605.

Forward, G.L., Natalie Daugherty, Heather Michel, & Danica Sandberg. (2009). The Effects of Communication, Religiosity, and
Organizational Support on Student Commitment at a Church-Related University.

Riketta, M. (2005). Organizational identification: A meta-analysis. Journal of Vocational Behaviour, 66, 358—-384.

Swaen, Valérie and Isabelle Maignan, 2002, “Organizational Citizenship And Corporate Citizenship: Two Constructs, One
Research Theme?”, Working Paper, The University of Nijmegen, Nijmegen School of Management, Netherlands,

www.iosrjournals.org 36 | Page



