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Abstract: This study seeks to examine the correlation between Organisational learning
culture, Cultural adaptability, Organisational green Culture, and Employee retention.
This research examined the function of organisational citizenship behaviour serving as
a mediator in the relationships between organisational learning culture and employee
retention, cultural adaptability and employee retention, and organisational green
culture and employee retention. The study included employees from the
telecommunications sector in Saudi Arabia as respondents. Data was collected using
questions derived from previous studies. The questionnaire was distributed through
convenience sampling. The study achieved a response rate of 67.90%. The data was
analysed using Smart PLS 4. The study's findings provide support for all proposed
direct and indirect hypotheses. This study represents a pioneering effort in examining
the correlation between OCB and employee retention through the lens of mediation.
This study offers guidance to policymakers and academics.
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1. INTRODUCTION

An organisation refers to a collective endeavour wherein diverse
individuals collaborate harmoniously towards a common objective. The
organisation's sustainability may be compromised if employees lack the
necessary commitment to achieve their goals (Zhenjing ef al. 2022).
Organisational culture influences employee behaviour and work practices
(Kingma 2019). Employee retention is a significant concern for many
companies (Rodriguez-Sanchez ef al. 2020).

Employee retention is crucial for the development of a competitive
advantage. Employees depart from organisations due to various factors.
The organisational culture can be a contributing factor in employees'
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decisions to leave the organisation and seek employment elsewhere (Park
et al. 2019). When a person departs from one organisation, they also bring
their expertise to other organisations.

Therefore, organisations should prioritise their organisational culture to
ensure market success. The significance of fostering a positive
organisational culture is highlighted to improve employee well-being. The
toundation of organisational culture lies in the employees who engage in
shared communication and establish customary practices. Ultimately, it
results in behaviour that facilitates the attainment of shared objective
(Arumi, Aldrin and Murti 2019). The culture of an organisation is crucial
tfor driving change. Consequently, the organisation undergoes structural
and procedural changes. An organisation's self-perception is contingent
upon its comprehension of its own organisational culture.

Organisational behaviour forms the foundation of an organisation's
culture (Widarko and Anwarodin 2022). Human behaviour forms the
foundation of both organisational culture and organisational behaviour. To
tully appreciate the benefits of organisational culture, it is essential to
comprehend the culture of the organisation and the dynamics of
interpersonal interactions (Badawy, Trujillo-Reyes and Magdy 2017).
Organisational citizenship behaviour (OCB) is a consequential outcome of
organisational culture.

OCB has been a topic of discussion for many years. This behaviour is not
directly or instantly encouraged by the official system of rewards. Generally,
OCB 1is a discretionary behaviour that enhances the functioning of an
organisation in an optimised manner (Urbini, Chirumbolo and Callea 2020).
The OCB plays a significant role in improving and sustaining organisational
performance within psychological and social contexts. The five elements of
OCB are civic virtue, conscientiousness, sportsmanship, courtesy, and
altruism. Organisational culture plays a crucial role in facilitating
organisational citizenship behaviour (Hendrakusuma, Ida Ayu and Dewa
Ketut 2017). There have been limited studies conducted on the effects of
organisational learning culture on OCB. This study aims to investigate the
impact of cultural factors like organisational learning culture, organisational
green culture, and cultural capability, on OCB and employee retention.

This research paper aims to examine the correlation between
Organisational learning culture, Cultural adaptability, Organisational green
Culture, and Employee retention. This study investigated the role of
organisational citizenship behaviour serving as a mediator between three
factors (organisational learning culture, cultural adaptability, and
organisational green culture) and employee retention.
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2. LITERATURE REVIEW

2.1 Employee Retention

Shahid (2018) provided a definition of employee retention in the literature,
stating that it refers to the intention of employees to continue their
employment within an organisation. Employee retention is crucial for
organisational success. To enhance an employee's ability to achieve personal
goals, it is advisable to minimise job transitions. Organisations also prioftitise
the retention of high-performing employees (Jena and Pradhan 2018). On the
other hand, OCB, as defined by scholars, outlines the voluntary actions of
individuals that may not be explicitly acknowledged by the reward system, yet
still play a crucial role in enhancing the organization's overall effectiveness
(Azmi, Desai and Jayakrishnan 2016). OCB, as defined by Organ (1988),
refers to the discretionary behaviour of individuals that influences
organisational functioning. OCB refers to the voluntary actions of individuals
that enhance their abilities (Oluwatunmise ¢z @/ 2019). Diligent employees do
not seek rewards for their additional efforts. Consequently, they disregard
these actions. The employees' willingness to work additional hours is regarded
as a demonstration of helpfulness and concern for their colleagues.

Several studies (Indarti ez 2/ 2017; Margahana, Haryono and Muftasa 2018;
Vipraprastha, Sudja and Yuesti 2018) have examined the concept of OCB and
that indicated it has a favourable influence on the overall performance of
organisations. While OCB is preferred by employees, it is not mandated by
the organisation. Therefore, this behaviour is solely determined by the
individual's personal choice. If the employee chooses not to engage in this
behaviour, there will be no consequences or incentives (Ojebola e a/. 2020).
OCB provides value to the organisation through their contributions.
However, these behaviours are not explicitly defined, and the organisation's
formal reward system does not acknowledge them (Eromaturu ez a/ 2023).

Research in the field of literature has indicated that providing equitable
treatment to employees can lead to increased support and effort from them to
attain organisational objectives. Given the positive impact of OCB on
organisational effectiveness, it is imperative for top management to recognise
and prioritise the value of OCB in relation to organisational outcomes. Shanker
(2018) examined the association between employee retention and OCB. The
authors argued that prioritising employee retention in organisations leads to
increased engagement in OCB as a means of retaining employees. Some
researchers also apply the concept of reciprocity in this context to help
organisations achieve employee retention through OCB. The principle of
reciprocity is observed between employees and employers in two ways:
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individuals should not cause harm to those who have assisted them, and they
should also aid those who have helped them in times of need (Mittal and Kaur
2018). Research has indicated Employees who exhibit dedication and loyalty to
their employers are often found to be more committed in their work.
Employers recognise and reward employees who demonstrate exceptional
dedication to achieving organisational objectives (Becton ez 2/ 2017).

The term OCB was first introduced approximately thirty years ago to
describe the initial behaviour exhibited by employees towards
organisations. Various factors were examined to improve OCB. These
tactors encompass individual characteristics and the level of dedication to
the organisation. OCB refers to the discretionary actions undertaken by
employees to demonstrate their commitment to the organisation and its
values. Likewise, the presence of OCB is crucial for the success of an
organisation. The OCB depends on three factors. Omoankhanlen and Issa
(2021) identified self-sacrifice, sportsmanship, and public benefit as factors
that can enhance employee retention. Organisational leaders have a
significant role in demonstrating OCB, which pertains to employee
conduct that extends beyond the formal job requirements. However, this
behaviour is crucial for the success of the organisation (Zeyada 2018). OCB
has been found to enhance organisational success and performance,
thereby improving ensuring the smooth operation of the organisation
(Majeed ez al. 2017). Studies have shown that participating in OCB can have
a beneficial effect on employees’ loyalty and retention. Higher levels of
OCB are associated with increased employee retention (Tian ef a/. 2020).
After considering this assumption, a proposition was formulated:

H1: The impact of organisational citizenship behaviour on employee
retention 1s substantial. Culture of organisational learning and
organisational citizenship behaviour

The organisational learning culture refers to the integration of
organisational culture and the learning process within an organisation.
Nekoei-Moghadam and Darvishzade (2012) defined organizational
learning culture as © organisational learning culture refers to the collective
behaviours and practices within an organisation that promote the
acquisition, distribution, and sharing of knowledge. It also emphasises the
importance of continuous learning and its application to drive
organisational improvement.” Organisational culture refers to the
prioritisation, intentionality, and direction that foster an organisational
environment that fosters a commitment to continuous learning. It
facilitates the enhancement of employees' learning capability by removing
obstacles. These activities are crucial for improving organisational
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performance. The organisation's learning culture fosters positive changes
that contribute to the development of a competitive advantage (Banerjee,
Gupta and Bates 2017). Creating a conducive learning environment within
an organisation is crucial for its success (Saoula, Johari and Fareed 2018).
The cultivation of an organisational learning culture fosters an
environment that prioritises collaboration, creativity, and teamwork.
Employees contribute to the overall productivity of an organisation
through their collaborative endeavours. The literature discusses various
aspects of organisational learning culture. The elements encompassed in
this context are empowerment, environmental connection, team learning,
embedded system, dialogue and injury, strategic management, and
continuous learning (Soelton 2023).

Organisational culture influences employee engagement levels. Individual
effort of employees that is not directly related to basic organisational
functions, but it plays a pivotal role in influencing the structure and
development of the organisation. Organisational culture has a substantial
impact on the emotional and social environment within an organisation,
serving as a crucial catalyst for its processes and activities (Amaeshi ez a/. 2020).
Employee perception of the organisation is strongly associated with OCB.
There 1s a reciprocal relationship between organisations and employees. If an
employer values individual learning, employees are more inclined to exhibit
citizenship behaviour (Choi and Hanh Tran 2019). rganisational learning
extends beyond employees' formal tasks, fostering a culture of mutual support
and enabling enhanced organisational performance and successful goal
attainment. A strong positive link exists between the culture of organisational
learning and OCB (Yin Yin Lau, Park and McLean 2020).

Organisational learning culture enhances the positive impacts of
organisations. Promoting organisational learning within organisations can lead
to various positive outcomes (Rebelo and Gomes 2017). Previous research has
investigated the influence of the corporate learning culture on OCB and its
relationship to OCB. Harwiki (2010) refers to it as employee citizenship
behaviour in relation to employee perception. The relationship between
employees and employers is commonly referred to as a reciprocal relationship.
Limited research has been conducted on the influence of organisational
learning culture on OCB. The complete execution and influence of an
organisational learning culture on OCB remain unclear. There is inconsistency
regarding the connection between learning culture and OCB. Certain studies
have been conducted within the service sector of Asia. Further research is
required to investigate and comprehend the correlation between these two
variables to address the existing gap in the literature. Nugroho (2022) study

163



Vimala VENUGOPAL MUTHUSWAMY / Exploting the Role of Learning Culture...

revealed a correlation between OLC and OCB. In a study conducted by Saoula
et al. (2018), it was discovered that there is a direct correlation between the
culture of organisational learning and the occurrence of OCB. Given This
Assumption, A Proposition Was Formulated

H2: Impact of organisational learning culture on OCB is substantial.

2.2 Cultural adaptability and Organizational citizenship behaviour

Culture in literature is often defined as a collection of socially transmitted
patterns of behaviour. These behaviours encompass various aspects of
human endeavout, such as institutions, arts, and other communal activities,
which are associated with a specific period.

Cultural knowledge is interpreted based on personal experiences. It
shapes individuals' values and cultivates their attitudes. Consequently, the
behaviour of an individual is modified (Zohra ez a/. 2023). Culture in an
organisation refers to the collective beliefs and values held by its members,
which contribute to the distinctiveness between organisations. If an
organisation carefully pursues it, it can create a valued system based on a
collective system (Schulze and Pinkow 2020).

The literature has examined four distinct characteristics of organisational
culture. One of the cultural traits mentioned is adaptability. Knowledge
sharing and knowledge adaptation are crucial elements in fostering an
environment where employees actively exchange knowledge (Muriithi,
Kyalo and Kinyanjui 2019). Research has indicated that the role of
organisational culture is of great importance in facilitating the adaptation
of environmental change.

Organisational learning proves that having a positive long-term impact
on the performance of the organisation is crucial. Scholars have suggested
that organisational culture should possess adaptability and readiness for
change. An adaptive organisational culture indicates that leaders are
implementing changes throughout the entire strategic framework (Sunarsih
and Mashithoh 2010).

The cultural competence of an organisation reflects its overall
organisational capacity. It demonstrates the employees' capacity to manage
a diverse workforce. A non-adaptive organisational culture can significantly
hinder teamwork effectiveness.

Diversity among its members increases the complexity and uncertainty
of an organization's staff (Costanza e al 20106). At this stage, the
organisation's top management must formulate policies to successfully
navigate the challenges of overseeing a varied team within an unpredictable
setting. The cultural capacity of an organisation relies on its ability to foster
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a culture of teamwork. It also encompasses the implementation of
necessary adaptive measures. Merely being exposed to organisational
cultures does not guarantee performance improvement (Kai Liao ef 4.
2021). Managers in organisations play a crucial role in fostering a culture of
adaptability.

Several studies have investigated the impact of OCB from a cross-
cultural perspective (Haybatollahi and Gyekye 2015; Ma, Qu and Wilson
2016). There has been a lack of extensive research on the global-level
connection between organisational adaptability and OCB. Cultural
differences can lead to variations in OCB within different cultures.
Research has indicated that an organisational culture that promotes
adaptability has a notable positive impact on OCB (Amah 2017).

The organisational culture is shaped by the organisational mission, which
influences the emotions and characteristics of the organisation.
Subsequently, it influences employee loyalty via OCB. OCB initiatives are
manifested through consistent, adaptable, and participative traits of the
organisational culture, which are ingrained in the daily routines of an
organisation. Cazares e al. (2021) found that an organisational adaptability
culture has a positive impact on OCB. A study conducted in Malaysia found
that adaptability, as an element of organisational culture, on employees is
generally positive (Ibrahim e a/. 2021). Thus, we hypothesise that.

H3: Cultural adaptability has a significant effect on OCB.

2.3 Green Organizational Culture and Organizational citizenship behaviour

There have been multiple terms employed to characterise the green
culture within workplaces in recent discussions (Sharma ez a/. 2022). These
terms encompass concepts such as corporate social responsibility,
sustainable culture, triple bottom line, green consciousness, pro-
environment culture, and several others. Green organisational culture
encompasses the amalgamation of organisational artefacts, assumptions,
symbols, and beliefs that demonstrate an organisation's dedication to
environmental initiatives (Tahir e# a/ 2019).

Organisational culture encompasses the collective behaviours, beliefs, and
values serving as the guiding principles for an organisation (Gottlieb and Levin
2009). The integration of various organisational standards, such as ethics,
behaviour, principles, and values, significantly influences employee motivation.
Organisational green culture pertains to the guidelines necessary for an
organisation to operate in an environmentally friendly manner (Imran and
Jingzu 2022).

Implementing green initiatives at the corporate level is crucial for fostering a
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culture that values sustainability and environmental friendliness. The
organisational culture directly influences employees’ productivity and morale.
A culture of environmental friendliness within an organisation can enhance the
efficiency of its employees. Green organisations provide eco-friendly
technology to minimise the adverse impact on the natural environment.
Organisations must not solely prioritise natural resources to achieve their goals
of environmental sustainability (Fok, Morgan and Zee 2021). There should be
a connection between employee behaviour and attitude to promote the
adoption of green practices.

Culture shapes employee attitudes and behaviours. Organisations strive
to effectively influence employee behaviour to promote a harmonious
work environment and enhance organisational success (Liu and Lin 2020).
Employee training is conducted within the organisational culture (Ali e 4.
2023). Organisational norms and standards guide employees in adhering to
the values and principles of the organisation, influencing their behaviour.
The adoption of a green culture within an organisation can facilitate the
implementation of environmentally friendly practices, including the use of
recyclable products, minimising energy consumption by turning off lights,
and reducing printing to essential materials (Abbas and Dogan 2022).

The concept of green organisational culture encompasses the underlying
beliefs, symbols, and values that foster a sustainable mindset within an
organisation that promote environmentally friendly practices. Employee
adoption of OCB facilitates the alignment of their values with those of the
organisation. Employees experience a sense of belonging when the
organisation's culture promotes nature-friendly activities (Nurfitriyana and
Muafi 2023). Later, it will facilitate the development of organisational
commitment.

According to Gill, Ahmad and Kazmi (2021), organisations can facilitate
employee engagement in environmentally friendly activities by providing the
necessary resources for such initiatives. Organisations should implement
environmentally friendly strategies at all levels of their workplace to promote
sustainability. Furthermore, it is imperative to effectively communicate these
policies at a later stage.

Employee commitment to the organisation positively influences their eco-
triendly behaviour. The adoption of green culture should be communicated by
top management to ensure that employees prioritise environmentally friendly
programmes (Roscoe ¢f al. 2019). Organisational green activities can positively
influence employee engagement in OCB (Pham ef @/ 2018). Zientara and
Zamoijska (2018) also reported similar findings in the hotel industry.

H4: Impact of a green organisational culture on OCB is substantial.
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H5: Employee retention and organisational learning culture are
significantly mediated by OCB.

HG6: Cultural adaptability and employee retention are significantly
mediated by OCB.

H7: Employee retention is significantly mediated by OCB in relation to
organisational green culture.

Organizational
Learning Culture

~
L Cultural Adaptability OCB Employee }
Retention
Y,
~
Organizational Green
Culture

4

Figure 1: Theoretical Framework.
3. METHODOLOGY

The survey method was employed to analyse the correlation among the
variables under consideration and to evaluate the proposed model. The study
measured variables such as organisational green culture, organisational learning
culture, cultural adaptation, employee retention, and OCB using questions
adapted from previous research. The questionnaire consisted of two parts. The
initial section focuses on the demographic information of the participants. In the
latter part of the study, data was gathered regarding the variables under
investigation. Data was collected from employees working in the
telecommunications sector of Saudi Arabia.

A questionnaire was distributed to 296 employees in the telecommunications
sector. The questionnaire was distributed through convenience sampling. Out
of the total questions received, 201 were deemed usable, which ultimately led to
an effective response rate of 67.90%.

The data underwent analysis through the utilisation of Smart PLS 4, the latest
and most updated tool for examining SEM. The data collected indicated that
76.23% of the respondents were male, while the remaining respondents were
temale. Roughly 46.21% of the participants were situated within the age bracket
of 18 to 30 years. Participants aged between 31 and 40 years constituted 31.27%,
with the remaining individuals being aged over 40 years.
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4. RESULTS

The study initially involved assessing factor loading. The loading confirmation
must exceed 0.50 to proceed with the subsequent assessment (Hair ez a/. 2017).
Based on the information presented in Table 1 and Figure 2, it is evident that all
retained items demonstrate loadings surpassing the threshold of 0.50.
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Figure 2: Measurement Model.
Note: ER= employee retention; OLC= organization learning culture; CA= cultural
adaptibility; OGC= organizational green culture; OCB= organizational citizenship
behavior

This study investigated the use of Cronbach Alpha and composite
reliability as measures of reliability and wvalidity. According to the
recommendations by F. Hair Jr ez a/ (2014), it is advisable to aim for a
minimum value of 0.70 for both Composite Reliability (CR) and
Cronbach's Alpha

All the requirements stated in Table 2 have been met. This study also
assessed the AVE, with a minimum acceptable value of 0.50. The criteria
are satisfied according to the information presented in Table 2. This results
in an assessment of discriminant validity. his study evaluated discriminant
validity using two methodologies: the Fornell and Larcker (1981) approach,
and the Heterotrait-Monotrait (HTMT) approach.

The observation that all diagonal values surpass the remaining values
signifies that the discriminant validity values presented in Table 3 adhere
to the criteria established by Fornell and Larcker (1981). Additionally, the
HTMT criteria are also satisfied, as the values in the HTMT table are below
0.90 (as in table 4).
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Table 1: Factor loading,.

CA

ER OCB OGC OLC

CA1
CA2
CA3
CA4
ER1
ER2
ER3
OCB1
OCB2
OCB3
OCB4
OCB5
OGC1
OGC2
OGC3
OGC4
OGC5
OGCo
OLC1
OLC2
OLC3
OLC4
OLC5
OLC6
OLC7

0.702
0.714
0.712
0.780

0.945
0.921
0.932
0.915
0.839
0.898
0.865
0.843
0.933
0.914
0.925
0.924
0.895
0.884
0.636
0.845
0.764
0.784
0.639
0.765
0.708

Note: ER= employee retention; OLC= organization learning culture; CA= cultural
adaptibility; OGC= organizational green culture; OCB= organizational citizenship

behavior
Table 2: Ensuring the Reliability and Validity of Data.

Cronbach's alpha CR AVE

CA 0.714 0.818 0.530

ER 0.925 0.952 0.870

OCB 0.921 0.941 0.761
OGC 0.960 0.968 0.833
OLC 0.859 0.892 0.544

Note: ER= employee retention; OLC= organization learning culture; CA= cultural
adaptibility; OGC= organizational green culture; OCB= organizational citizenship behavior

Table 3: Fornell and Larcker.

CA ER OCB OGC OLC
CA 0.728
ER 0.338 0.933
OCB 0.571 0.688 0.873
OGC 0.330 0.635 0.402 0.913
OLC 0.373 0.408 0.528 0.238 0.738

Note: ER= employee retention; OLC= organization learning culture; CA= cultural
adaptibility; OGC= organizational green culture; OCB= organizational citizenship behavior
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Table 4: HTMT.

CA ER OCB OGC OLC
CA
ER 0.378
OCB 0.670 0.743
OGC 0.358 0.666 0.418
OLC 0.445 0.430 0.577 0.262

Note: ER= employee retention; OLC= organization learning culture; CA= cultural
adaptibility; OGC= organizational green culture; OCB= organizational citizenship behavior

After evaluating the measurement model successfully, the structural model
was deconstructed and analysed. to test the proposed hypotheses. The study
employed a bootstrapping approach to test the hypothesis.

Based on the findings presented in tables 5 and 6, all the proposed
hypotheses are supported. The positive Beta values and t-values greater than
1.67 suggest a positive connection, indicate this. The study accepts headings
H1, H2, H3, H4, H5, H6, and H7.

The R-squared value, which shows the effect of independent factors on
outcome variables, was evaluated in this study at the end of the structural
model. According to the findings presented in Table 6 and Figure 3, the
proposed hypothesis has a significant impact on OCB, with a 47.5% effect, as
well as on ER, with a 47.4% effect.

Table 5: Direct Results.

Beta SD T value P values
CA -> OCB 0.380 0.063 5.980 0.000
OCB -> ER 0.688 0.045 15.461 0.000
OGC -> OCB 0.196 0.053 3.731 0.000
OLC -> OCB 0.339 0.070 4.852 0.000

Note: ER= employee retention; OLC= organization learning culture; CA= cultural
adaptibility; OGC= organizational green culture; OCB= organizational citizenship behavior

Table 6: Results for Mediating.

Beta SD T Value P values
CA -> OCB -> ER 0.261 0.049 5.372 0.000
OGC -> OCB -> ER 0.135 0.038 3.541 0.000
OLC -> OCB -> ER 0.234 0.047 5.001 0.000

Note: ER= employee retention; OLC= organization learning culture; CA= cultural
adaptibility; OGC= organizational green culture; OCB= organizational citizenship behavior

Table 7: R Square.
R-square
ER 0.474
OCB 0.475
Note: ER= employee retention; OCB= organizational citizenship behavior
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Figure 3: Structural Model.
Note: ER= employee retention; OLC= organization learning culture; CA= cultural
adaptibility; OGC= organizational green culture; OCB= organizational citizenship behavior
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5. DISCUSSION

The role of organisational culture is vital in determining the level of
success of a company in a competitive marketplace. OCB has been found
to positively influence employee retention. Retaining employees is essential
for gaining a competitive edge. The purpose of this study is to examine the
effects of an organization's green culture, organisational learning culture,
and cultural adaptability on employee retention through OCB. The study
yielded intriguing results. The study demonstrated a vital relationship
between organisational green culture and OCB. The growing awareness of
environmental issues in society and among individuals is the reason for
this. It is widely recognised that the failure of organisations to adopt
environmentally friendly practices has detrimental consequences for the
Earth's climate. Organisations that promote green or environmentally
triendly activities foster a positive perception.

The study participants believe that their telecommunications company
should make concerted efforts to raise awareness about the importance of the
environment. The organisation's provision of telecom services to customers is
perceived as environmentally friendly. Additionally, employees of these
organisations believe that the firm has effectively aligned corporate goals with
environmental objectives. The employees also emphasised the telecom firm's
commitment to environmental preservation. These firms have a strong cultural
policy focused on environmental preservation. The results align with Pham ez
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al. (2018) findings, which also demonstrated a strong correlation between an
organization's green culture and its employees' willingness to go above and
beyond their job responsibilities. Employees are more likely to engage in
discretionary effort for their organisation when they perceive the organisational
culture to be environmentally friendly. They collaborate closely to ensure the
success of the organisation.

However, the study also found that the presence of an organisational
learning culture is a significant predictor of OCB. Telecom firm employees are
willing to exceed their regular responsibiliies when they perceive an
organisational culture that fosters learning and personal development.
Organisational culture facilitates knowledge transfer among employees within
a team setting. Additionally, team leaders provide support to employees in
acquiring new skills. Employees are motivated to work harder to achieve both
personal and organisational objectives. The study participants believe that
leaders who delegate tasks to employees aim to cultivate a culture that supports
their own learning as well. The firm collaborates with external stakeholders to
address their own needs and fulfil the needs of external parties. The culture
promotes the fulfilment of both individual and team needs. The organisational
culture prioritises the establishment of trust among employees.

Employees who prioritise both individual and collective learning are
incentivized through both monetary and non-monetary rewards. When an
employee perceives opportunities for both internal and external growth
within the organization, in this scenario, individuals demonstrate a strong
commitment to going the extra mile for the organization's success, with the
aim of attaining both personal and organisational objectives. Employees
actively participate in events organised by their telecom firm to enhance
their learning experience. They participate in activities that contribute to
the attainment of organisational objectives. Saoula ¢ @/ (2018) found that
organisational learning capability positively influenced OCB.

Likewise, Cultural adaptability has been shown to effectively contribute to
OCB and make a meaningful difference. Cazares e a/. (2021) found that
cultural adaptability within firms is crucial for fostering employee OCB. The
organisational culture varies significantly between different organisations.
Culture is a shared set of values and beliefs among individuals in a society,
which enables firms to work towards common objectives. Cultural
adaptability is crucial for moditying employee behaviour. Cultural adaptability
has been shown to effectively contribute to OCB. Cazares ¢f a/. (2021) found
that cultural adaptability within firms is crucial for fostering employee OCB.
The organisational culture varies significantly between different organisations.
Culture is a shared set of values and beliefs among individuals in a society,
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which enables firms to work towards common objectives. Cultural
adaptability is crucial for modifying employee behaviour. The employees also
view the cultural differences positively. This cultural distinction facilitates the
acquisition of new skills from fellow colleagues. People from diverse
backgrounds contribute to the organisational culture, enhancing effectiveness
and efficiency in achieving goals.

In a recent study by Cazares e a/. (2021), it was discovered that cultural
adaptability has a noteworthy and positive effect on OCB, which is consistent
with previous literature. In such circumstances, employees exert additional
effort to attain the objectives of the organisation. The employee is not
motivated by financial or other rewards for this behaviour. They demonstrate
a willingness to work additional hours without expecting formal
acknowledgment from their employer. The primary objective is to achieve both
personal and organisational goals. Consequently, organisations acknowledge
and value the diligent efforts of their employees. Encouraging employee efforts
can decrease employee turnover. Employees seek employment in organisations
that value and promote a diligent work ethic. Individuals are provided with
opportunities to demonstrate their skills and abilities. These employees believe
that the organisation they work for is the ideal place for them to work. They
exhibit a lack of willingness to modify their organisational structure. They
express a high level of confidence in their intention to continue their
employment with this organisation for a minimum of five years. In a study
conducted by Tian ez 4/ (2020), comparable findings were discovered.

6. LIMITATIONS AND IMPLICATIONS

Future research should address the limitations of the study. Data from
participants was collected using a 5-point Likert scale in this study. Future
studies may want to consider utilising a 7- or 9-point Likert scale to
enhance the data's variability for quantitative analysis. Future research
should investigate the potential moderating influence of artificial
intelligence on the model's complexity. Furthermore, various cultural
factors can be included as mediating or independent variables. One
limitation of this study is its focus on the Kingdom of Saudi Arabia. It
would be valuable to analyse the effects of the same model on respondents
from other developing countries in Asia, such as Indonesia or Malaysia.
The data analysis was performed using Smart PLS. AMOS is a highly
advanced software tool designed for analysing similar data. The study
utilised a quantitative research methodology. Future research could benefit
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from using a combination of qualitative and quantitative methods to
improve the analysis of similar studies and strengthen the model.

ACKNOWLEDGEMENT

This work was supported through the Ambitious Funding track by the
Deanship of Scientific Research, Vice Presidency for Graduate Studies and
Scientific Research, King Faisal University, Saudi Arabia [Grant 5539)]

References

Abbas, Jawad and Eyup Dogan. "The Impacts of Organizational Green Culture and
Corporate Social Responsibility on Employees’ Responsible Behaviour
Towards the Society." Environmental Science and Pollution Research, vol. 29, no. 40,
2022, pp. 60024-34. https://doi.org/10.1007/s11356-022-20072-w

Ali, Hussain et al. "The Impact of Corporate Social Responsibility on Firm Reputation
and Organizational Citizenship Behavior: The Mediation of Organic
Organizational Cultures." Frontiers in Psychology, vol. 13, 2023, p. 1100448.
https://doi.org/10.3389/fpsyg.2022.1100448

Amaeshi, Kenneth et al. "Going the Extra Mile Because My Organization Does: How
Does Corporate Social Responsibility Influence Organizational Citizenship in
Nigeria?" Management and Organization Review, vol. 16, no. 1, 2020, pp. 169-97.
https://doi.org/10.1017/mor.2019.44

Amah, Okechukwu Ethelbert. "Research Article Organizational Citizenship Behavior
across Cultures: Are Organizational Citizenship Behavior Scales Transferable
across Cultures?" Research Journal of Business Management, vol. 11, no. 2, 2017, pp.
56-66. https://doi.org/10.3923/+jbm.2017.56.66

Arumi, Mira Skar, Neil Aldrin and Tri Ratna Murti. "Effect of Organizational Culture
on Organizational Citizenship Behavior with Organizational Commitment as a
Mediator." International Journal of Research in Business and Social Science, vol. 8, no.
4, 2019, pp. 124-32. https://doi.org/10.20525/ijtbs.v8i4.274

Azmi, Feza Tabassum, Kavitha Desai and Kalpana Jayakrishnan. "Organizational
Citizenship Behavior (Ocb): A Comprehensive Literature Review." Sumedha
Journal — of  Management, ~vol. 5, no. 1, 2016, pp. 102-17.
http://cmrcetmba.in/SUMEDHA_ADMIN /journal_attachment/154817502
0_130846876.pdf

Badawy, TA El, Juana Cecilia Trujillo-Reyes and Mariam M Magdy. "Exploring the
Relationship between Organizational Culture, Organizational Citizenship
Behavior and Job Satisfaction: A Comparative Study between Egypt and
Mexico." International Journal of Management and Administrative Sciences (IIMAS),

vol. 4, no. 6, 2017, pp. 1-15. http://dx.doi.org/10.5296/ijhrs.v6i4.9939
Banerjee, Pratyush, Ritu Gupta and Reid Bates. "Influence of Organizational Learning

Culture on Knowledge Worker’s Motivation to Transfer Training: Testing

Moderating Effects of Learning Transfer Climate." Current Psychology, vol. 30,

174


https://doi.org/10.1007/s11356-022-20072-w
https://doi.org/10.3389/fpsyg.2022.1100448
https://doi.org/10.1017/mor.2019.44
https://doi.org/10.3923/rjbm.2017.56.66
https://doi.org/10.20525/ijrbs.v8i4.274
http://cmrcetmba.in/SUMEDHA_ADMIN/journal_attachment/1548175020_130846876.pdf
http://cmrcetmba.in/SUMEDHA_ADMIN/journal_attachment/1548175020_130846876.pdf
http://dx.doi.org/10.5296/ijhrs.v6i4.9939

Cultura. International Journal of Philosophy of Culture and Axiology 20(3)/2023: 159-180

no. 3, 2017, pp. 606-17. https://doi.org/10.1007/s12144-016-9449-8

Becton, J. Bret et al. "Differential Effects of Task Performance, Organizational
Citizenship Behavior, and Job Complexity on Voluntary Turnover." Journal of
Business  and  Psychology, vol. 32, no. 4, 2017, pp. 495-508.
https://doi.org/10.1007/s10869-016-9461-x

Cazares, P M M T et al. "Impact of Organizational Culture in Shaping Organizational
Citizenship Behavior: Case of Five-Year Training for Suppliers of International Steel
Companies." Mexcico: Proceedings of the International Conference on Industrial Engineering and
Operations Management Monterrey, IEOM Society International, 2021, pp. 566-77.
https:/ /ieomsociety.otg/ proceedings /2021 montetrey/96.pdf

Choi, Suk Bong and Thi Bich Hanh Tran. "Effects of Inclusive Leadership on
Organizational Citizenship Behavior: The Mediating Roles of Organizational
Justice and Learning Culture." Journal of Pacific Rim Psychology, vol. 13, 2019, p.
el7. https://doi.org/10.1017/ptp.2019.10

Costanza, David P. et al. "The Effect of Adaptive Organizational Culture on Long-
Term Survival." Journal of Business and Psychology, vol. 31, no. 3, 2016, pp. 361-81.
https://doi.org/10.1007 /s10869-015-9420-y

Eromafuru, E. G. et al. "Exploring the Person-Organization Fit and Organizational
Citizenship Behavior of Academic Staff Working in the South-West Nigerian
Public Universities." Journal of Global Social Sciences, vol. 4, no. 14, 2023, pp. 223-
49. https://doi.org/10.58934 /jgss.v4i14.163

F. Hair Jr, Joe et al. "Partial Least Squares Structural Equation Modeling (Pls-Sem)."
European  Business  Review, vol. 26, no. 2, 2014, pp. 106-21.
https://doi.org/10.1108/EBR-10-2013-0128

Fok, Lillian Y, Yun-Chen Morgan and Susan Zee. "The Linkages between Commitment to
Sustainability, Organizational Culture, Quality Management, and Organizational
Pertormance." International Journal of Applied Management and Technology, vol. 20, no. 1,
2021, p. 6. https://doi.org/10.5590/IJMAT.2021.20.1.06

Fornell, Claes and David F. Larcker. "Evaluating Structural Equation Models with
Unobservable Variables and Measurement Error." Journal of Marketing Research,
vol. 18, no. 1, 1981, pp. 39-50. https://doi.org/10.1177/002224378101800104

Gill, A, Balqees Ahmad and Shiza Kazmi. "The Effect of Green Human Resource
Management on Environmental Performance: The Mediating Role of
Employee Eco-Friendly Behavior." Management Science Letters, vol. 11, no. 6,
2021, pp. 1725-36. http://dx.doi.org/10.5267 /j.ms1.2021.2.010

Gottlieb, Jonathan Z and Ira Levin. "Realighing Organization Culture for Optimal
Performance: Six Principles & Eight Practices." Organization Development Journal, vol.
27, no. 4, 2009, pp. 31-46. https://cmapspublic.ihmc.us/1id=1GSL8Z7M]J-
0KPF99-QK9/ realigning?0200rg%e20culture.pdf

Hair, Joe etal. "An Updated and Expanded Assessment of Pls-Sem in Information Systems
Research." Industrial Management & Data Systems, vol. 117, no. 3, 2017, pp. 442-58.

https://doi.org/10.1108/IMDS-04-2016-0130

Harwiki, Wiwiek. "The Impact of Servant Leadership on Organization Culture,
Organizational Commitment, Organizational Citizenship Behaviour (Ocb) and
Employee Performance in Women Cooperatives." Procedia - Social and Bebavioral

175


https://doi.org/10.1007/s12144-016-9449-8
https://doi.org/10.1007/s10869-016-9461-x
https://ieomsociety.org/proceedings/2021monterrey/96.pdf
https://doi.org/10.1017/prp.2019.10
https://doi.org/10.1007/s10869-015-9420-y
https://doi.org/10.58934/jgss.v4i14.163
https://doi.org/10.1108/EBR-10-2013-0128
https://doi.org/10.5590/IJMAT.2021.20.1.06
https://doi.org/10.1177/002224378101800104
http://dx.doi.org/10.5267/j.msl.2021.2.010
https://cmapspublic.ihmc.us/rid=1GSL8Z7MJ-6KPF99-QK9/realigning%20org%20culture.pdf
https://cmapspublic.ihmc.us/rid=1GSL8Z7MJ-6KPF99-QK9/realigning%20org%20culture.pdf
https://doi.org/10.1108/IMDS-04-2016-0130

Vimala VENUGOPAL MUTHUSWAMY / Exploting the Role of Learning Culture...

Sciences, vol. 219, 2016, pp. 283-90. https://doi.otg/10.1016/j.sbspro.2016.04.032

Haybatollahi, Mohammad and Seth Ayim Gyekye. "Organizational Citizenship
Behaviour: A Cross-Cultural Comparative Study on Ghanaian and Finnish
Industrial Workers." Scandinavian Journal of Organizational Psychology, vol. 7, no. 1,
2015, pp. 19-32. http:/ /www.sjop.no/index.php/sjop/article/view/363

Hendrakusuma, F X, Brahmasari Ida Ayu and Raka Ardiana I Dewa Ketut. "The
Effect of Organizational Culture, Organizational Structure, and Organizational
Climate on Organizational Commitment and Performance of Health
Education in Indonesia." The International Conference on Humanities, Social Sciences
and Sustainability Proceedings, AXSUS Official Proceedings, 2017, pp. 1-50.
https:/ /repository.untag-sby.ac.id/376/1/ Abstrak.pdf

Ibrahim, M. A. et al. "The Influence of Organizational Culture on Organizational
Citizenship Behavior among the Royal Malaysia Police in Selangor." International
Journal of Academic Research in Acconnting Finance and Management Sciences, vol. 11,
no. 3, 2021, pp. 62-76. http://dx.doi.org/10.6007 /IJJARAFMS/v11-i3 /10775

Imran, Muhammad and Gao Jingzu. "Green Organizational Culture, Organizational
Performance, Green Innovation, Environmental Performance: A Mediation-
Moderation Model." Journal of Asia-Pacific Business, vol. 23, no. 2, 2022, pp. 161-
82. https://doi.org/10.1080/10599231.2022.2072493

Indarti, Sti et al. "The Effect of Ocb in Relationship between Personality, Organizational
Commitment and Job Satisfaction on Performance." Journal of Management
Development, vol. 36, no. 10, 2017, pp. 1283-93. https://doi.org/10.1108/JMD-11-
2016-0250

Jena, Lalatendu Kesari and Sajeet Pradhan. "The Mediating Role of Organizational
Citizenship Behavior: A Study of Workplace Spirituality and Employee
Retention in Indian Industries." Performance Improvement, vol. 57, no. 9, 2018, pp.
17-35. https://doi.org/10.1002/pfi.21805

Kai Liao, Ying et al. "The Influence of Emotional Intelligence and Cultural Adaptability
on Cross-Cultural Adjustment and Performance with the Mediating Effect of
Cross-Cultural Competence: A Study of Expatriates in Tatwan." Sustainability, vol.
13, no. 6, 2021, p. 3374. https:/ /doi.org/10.3390/su13063374

Kingma, Sytze. "New Ways of Working (Nww): Work Space and Cultural Change
In virtualizing Organizations." Culture and Organization, vol. 25, no. 5, 2019, pp.
383-406. https://doi.org/10.1080/14759551.2018.1427747

Lin, Chun-Yu and Chung-Kai Huang. "Employee Turnover Intentions and Job
Performance from a Planned Change: The Effects of an Organizational
Learning Culture and Job Satisfaction." Infernational Journal of Manpower, vol. 42,
no. 3, 2021, pp. 409-23. https://doi.org/10.1108/1JM-08-2018-0281

Liu, Xiao and Kuen-Lin Lin. "Green Organizational Culture, Corporate Social
Responsibility Implementation, and Food Safety." Frontiers in Psychology, vol. 11,
2020, p. 585435. https://doi.org/10.3389/fpsyg.2020.585435

Ma, Emily, Hailin Qu and Marie Wilson. "The Affective and Dispositional
Consequences of Organizational Citizenship Behavior: A Cross-Cultural
Study." Journal of Hospitality & Tourism Research, vol. 40, no. 4, 2016, pp. 399-
431. https://doi.org/10.1177/1096348013503991

Majeed, Nauman et al. "Transformational Leadership and Organizational Citizenship
Behavior: Modeling Emotional Intelligence as Mediator." Management &
Marketing. Challenges for the Knowledge Society, vol. 12, no. 4, 2017, pp. 571-90.

176


https://doi.org/10.1016/j.sbspro.2016.04.032
http://www.sjop.no/index.php/sjop/article/view/363
https://repository.untag-sby.ac.id/376/1/Abstrak.pdf
http://dx.doi.org/10.6007/IJARAFMS/v11-i3/10775
https://doi.org/10.1080/10599231.2022.2072493
https://doi.org/10.1108/JMD-11-2016-0250
https://doi.org/10.1108/JMD-11-2016-0250
https://doi.org/10.1002/pfi.21805
https://doi.org/10.3390/su13063374
https://doi.org/10.1080/14759551.2018.1427747
https://doi.org/10.1108/IJM-08-2018-0281
https://doi.org/10.3389/fpsyg.2020.585435
https://doi.org/10.1177/1096348013503991

Cultura. International Journal of Philosophy of Culture and Axiology 20(3)/2023: 159-180

https://doi.org/10.1515/mmcks-2017-0034

Margahana, Helisia, Siswoyo Haryono and Z Muftasa. "The Effects of Job Motivation
and Job Satisfaction toward Organizational Citizenship Behavior (Ocb) and Its
Impact on Job Performance of Paramedical Community Health Centers in the
City of Bandar Lampung." Journal of Resources Development and Managemen, vol. 46,
2018, pp. 1-10. https://core.ac.uk/download/pdf/234696626.pdf

Mittal, D K and Navneet Kaur. "Impact of Organizational Citizenship Behavior on
Employee Retention in Banking Sectot." International Journal for Research in
Engineering Application & Management (I[REAM), vol. 3, no. 10, 2018, pp. 103-
12. https://doi.org/10.18231/2454-9150.2018.0019

Muriithi, Ruth Wanjiku, Teresia Kyalo and Josphat Kinyanjui. "Assessment of the
Relationship between Entrepreneurial Orientation, Organisational Culture
Adaptability and Performance of Christian Faith-Based Hotels in Kenya."
International ~ Journal —of Entrepreneurial  Knowledge, vol. 7, no. 1, 2019.
https://doi.org/10.37335 /ijek.v7i1.86

Nekoei-Moghadam, M. and M. Darvishzade. "Organizational Learning Culture Via
Creative Climate." Science Series Data Report, vol. 4, no. 1, 2012, pp. 14-20.
https://www.researchgate.net/publication/281176728

Nugroho, JL. Eko. "The Effect of Organizational Learning Culture, Self-Efficacy, and
Organizational Citizenship Behavior on Knowledge Sharing Behavior." 79
International Symposium on Management (Insyma 2022), Atlantis Press, 2022, pp.
481-86. https://doi.org/10.2991/978-94-6463-008-4_061

Nurfitriyana, Novita and Muafi Muafi. "The Effect of Green Organizational Culture,
Green Transformational Leadership, and Job Satisfaction on Organizational
Citizenship Behavior: The Role of Mediating Organizational Commitment."
International Jonrnal of Research in Business and Social Science, vol. 12, no. 3, 2023, pp.
594-600. https://doi.org/10.20525/ijrbs.v12i3.2488

Ojebola, O O et al. "Organisational Citizenship Behaviour and Its Influence on
Manufacturing Firms Survival in Nigeria: A Systematic Review." Academy of
Strategic  Management  Journal, vol. 19, no. 1, 2020, pp. 1-14.
https:/ /www.proquest.com/openview/1443fb8£509¢57139¢6b703348d5826¢

Oluwatunmise, O et al. "Organisational Citizenship Behaviour and Its Influence on Small
Scale Businesses Strategic Performance in Nigeria." International Journal of Civil
Engineering and Technology, vol. 10, no. 3, 2019. https://sstn.com/abstract=3456487

Omoankhanlen, Joseph Akhigbe and Taiye Eletu Issa. "Impression Management and
Organizational Citizenship Behaviour of Hotels in Rivers State, Nigeria."
European Journal of Business and Management Research, vol. 6, no. 6, 2021, pp. 278-
85. https://doi.org/10.24018/ejbmr.2021.6.6.878

Organ, Dennis W. Organizational Citizenship Bebavior: The Good Soldier Syndrome. 1exington
books/DC heath and com, 1988. https://psycnet.apa.org/record/1988-97376-000

Park, Chongtyol etal. "The Impact of Job Retention on Continuous Growth of Engineering
and Informational Technology Smes in South Korea." Sustainability, vol. 11, no. 18,
2019, p. 5005. https://doi.org/10.3390/su11185005

Pham, Nhat Tan et al. "Enhancing the Organizational Citizenship Behavior for the
Environment: The Roles of Green Training and Organizational Culture."
Management & Marketing. Challenges for the Knowledge Society, vol. 13, no. 4, 2018,

177


https://doi.org/10.1515/mmcks-2017-0034
https://core.ac.uk/download/pdf/234696626.pdf
https://doi.org/10.18231/2454-9150.2018.0019
https://doi.org/10.37335/ijek.v7i1.86
https://www.researchgate.net/publication/281176728
https://doi.org/10.2991/978-94-6463-008-4_61
https://doi.org/10.20525/ijrbs.v12i3.2488
https://www.proquest.com/openview/1443fb8f509e57139e6b703348d5826e
https://ssrn.com/abstract=3456487
https://doi.org/10.24018/ejbmr.2021.6.6.878
https://psycnet.apa.org/record/1988-97376-000
https://doi.org/10.3390/su11185005

Vimala VENUGOPAL MUTHUSWAMY / Exploting the Role of Learning Culture...

pp. 1174-89. https://doi.org/10.2478 /mmcks-2018-0030

Rebelo, Teresa and Adelino Duarte Gomes. "Is Organizational Learning Culture a
Good Bet?" Academia Revista Latinoamericana de Administracion, vol. 30, no. 3,
2017, pp. 328-43. https://doi.org/10.1108/ARLA-10-2015-0275

Rodriguez-Sanchez, José-Luis et al. "Investing Time and Resources for Work—Life
Balance: The Effect on Talent Retention." Infernational Journal of Environmental
Research — and ~ Public  Health, vol. 17, no. 6, 2020, p. 1920.
https://doi.org/10.3390/ijerph17061920

Roscoe, Samuel et al. "Green Human Resource Management and the Enablers of
Green Otrganisational Culture: Enhancing a Firm's Environmental
Performance for Sustainable Development." Business Strategy and the Environment,
vol. 28, no. 5, 2019, pp. 737-49. https://doi.org/10.1002/bse.2277

Saoula, Oussama, Husna Johati and Muhammad Fareed. "A Conceptualization of the Role of
Organisational Learning Culture and Organisational Citizenship Behaviour in Reducing
Turnover Intention." Journal of Business and Retail Management Research, vol. 12, no. 4, 2018,
pp.  126-33.  https://jbrmr.com/cdn/article_file/content_61072_18-07-04-00-55-
35.pdf

Schulze, Jonas H. and Felix Pinkow. "Leadership for Organisational Adaptability: How
Enabling LLeaders Create Adaptive Space." Administrative Sciences, vol. 10, no. 3,
2020, p. 37. https://doi.org/10.3390/admscil 0030037

Shahid, Amena. "Employee Intention to Stay: An Environment Based on Trust and
Motivation." Journal of Management Research, vol. 10, no. 4, 2018, p. 58.
https://soutce.sheridancollege.ca/pilon_publ/11

Shanker, Meera. "Organizational Citizenship Behavior in Relation to Employees’
Intention to Stay in Indian Organizations." Business Process Management Journal, vol.
24, no. 6, 2018, pp. 1355-66. https://doi.org/10.1108/BPM]J-02-2018-0048

Sharma, Antima et al. "Green Organizational Culture at Workplace for Environmental
Sustainability." Digital Disruption and Environmental, Social & Governance, Book Bazooka
Publication, 2022, pp. 113-27. https:/ /www.researchgate.net/publication/367189918

Soelton, Mochamad. "Conceptualizing Organizational Citizenship Behavior and
Learning Organization in the Labor Sector." Jurnal Organisasi dan Manajemen, vol.
19, no. 1, 2023, pp. 239-55. https://doi.org/10.33830/jom.v19i1.4067.2023

Sunarsih, Nenah and Heriyanni Mashithoh. "The Influence of Organizational Culture
Adaptability in Regard to the Organizational Commitment of the Staff of
Universitas Terbuka." Review of Integrative Business and Economics Research, vol. 5,
no. 1, 2016, pp. 199-209. https://sstn.com/abstract=2866819

Tahir, Rubab et al. "Green Organizational Culture: A Review of Literature and Future Research
Agenda." Annals of Conternporary Developments in Management & HR (ACDMHR), vol. 1,
no. 1,2019, pp. 23-38. https:/ /doi.org/10.33166/ ACDMHR.2019.01.004

Tian, Hongyun et al. "The Impact of Transformational Leadership on Employee
Retention: Mediation and Moderation through Organizational Citizenship
Behavior and Communication." Frontiers in Psychology, vol. 11, 2020, p. 314.
https://doi.org/10.3389/fpsyg.2020.00314

Urbini, Flavio, Antonio Chirumbolo and Antonino Callea. "Promoting Individual and
Organizational Ocbs: The Mediating Role of Work Engagement." Bebavioral
Sciences, vol. 10, no. 9, 2020, p. 138. https://doi.org/10.3390/bs10090138

178


https://doi.org/10.2478/mmcks-2018-0030
https://doi.org/10.1108/ARLA-10-2015-0275
https://doi.org/10.3390/ijerph17061920
https://doi.org/10.1002/bse.2277
https://jbrmr.com/cdn/article_file/content_61072_18-07-04-00-55-35.pdf
https://jbrmr.com/cdn/article_file/content_61072_18-07-04-00-55-35.pdf
https://doi.org/10.3390/admsci10030037
https://source.sheridancollege.ca/pilon_publ/11
https://doi.org/10.1108/BPMJ-02-2018-0048
https://www.researchgate.net/publication/367189918
https://doi.org/10.33830/jom.v19i1.4067.2023
https://ssrn.com/abstract=2866819
https://doi.org/10.33166/ACDMHR.2019.01.004
https://doi.org/10.3389/fpsyg.2020.00314
https://doi.org/10.3390/bs10090138

Cultura. International Journal of Philosophy of Culture and Axiology 20(3)/2023: 159-180

Vipraprastha, Tiksnayana, I Nengah Sudja and Anik Yuesti. "The Effect of
Transformational Leadership and Organizational Commitment to Employee
Performance with Citizenship Organization (Ocb) Behavior as Intervening
Variables (at Pt Sarana Arga Gemeh Amerta in Denpasar City)." International
Journal of Contemporary Research and Review, vol. 9, no. 2, 2018, pp. 20503-18.
https://doi.org/10.15520/ijctr/2018/9/02/435

Wang, Chao-Hung. "How Organizational Green Culture Influences Green Performance
and Competitive Advantage." Journal of Manufacturing Technology Management, vol. 30,
no. 4, 2019, pp. 666-83. https://doi.org/10.1108/JMTM-09-2018-0314

Widarko, Agus and M Khoirul Anwarodin. "Work Motivation and Otrganizational
Culture on Work Performance: Organizational Citizenship Behavior (Ocb) as
Mediating Variable." Golden Ratio of Human Resource Management, vol. 2, no. 2,
2022, pp. 123-38. https://doi.org/10.52970/grthrm.v2i2.207

Yin Yin Lau, Patricia, Sunyoung Park and Gary N. McLean. "Learning Organization
and Organizational Citizenship Behaviour in West Malaysia: Moderating Role
of Team-Oriented Culture." Eurgpean Journal of Training and Development, vol. 44,
no. 8/9, 2020, pp. 847-64. https://doi.org/10.1108/EJTD-01-2020-0007

Zeyada, Mustafa. "Organizational Culture and Its Impact on Organizational Citizenship
Behavior." International Journal of Academic Research in Business and Social Sciences, vol. 8,
no. 3, 2018, pp. 418-29. http://dx.doi.org/10.6007 /IJARBSS /v8-i3 /3939

Zhenjing, Gu et al. "Impact of Employees' Workplace Environment on Employees'
Performance: A Multi-Mediation Model." Frontiers in Public Health, vol. 10,2022,
p. 890400. https://doi.org/10.3389/fpubh.2022.890400

Zientara, Piotr and Anna Zamojska. "Green Organizational Climates and Employee Pro-
Environmental Behaviour in the Hotel Industry." Journal of Sustainable Tonrisn, vol.
20, no. 7, 2018, pp. 1142-59. https://doi.otg/10.1080/09669582.2016.1206554

Zohra, Djalab et al. "The Effect of Organisational Citizenship Behavior on Cultural
Diversity: A Case Study of Ophthalmological Hospital Friendship Algeria-
Cuba." Business Ethics and 1eadership, vol. 7, no. 1, 2023, pp. 25-36.
https://doi.org/10.21272/bel.7(1).25-36.2023

179


https://doi.org/10.15520/ijcrr/2018/9/02/435
https://doi.org/10.1108/JMTM-09-2018-0314
https://doi.org/10.52970/grhrm.v2i2.207
https://doi.org/10.1108/EJTD-01-2020-0007
http://dx.doi.org/10.6007/IJARBSS/v8-i3/3939
https://doi.org/10.3389/fpubh.2022.890400
https://doi.org/10.1080/09669582.2016.1206554
https://doi.org/10.21272/bel.7(1).25-36.2023

Vimala VENUGOPAL MUTHUSWAMY / Exploting the Role of Learning Culture...

Details of Items

Variable Items References
I am likely to stay in this organization for next five years. Lin and
Employee I will not change this organization easily. S
Retention For me, this organization is the best of all possible 20112"11)53’

organization to work for.

I voluntarily carry out organizational actions and initiatives in
daily work activities.

I make suggestions to colleagues about how to protect the
environment more effectively, even when it is not my/their
direct responsibility.

I actively participate in organizational events organized in our

Oreanizational organization. ham e al
citizenship I undertake organizational actions that contribute positively g[())l% oran
behavior to the image of our organization. )

I volunteer for projects, endeavours or events that address

environmental /general issues in our organization.

I spontaneously give time to help my/their colleagues take

the environment 1nto account in everything they do at work.

I encourage my/their colleagues to adopt more

environmentally conscious behaviour.,

In my organization, people are rewarded for learning.

In my organization, people spend time building trust with

each other.

In n}y ofrganizatcilon? teams/ grofups revise thﬁir thcilnking asa

o result of group decisions or information collected. :

1(25321?1 lgatlonal My orgar%zatilc))n makes its lessons learned available to all J(_I":lr; riczrld
culture employecs. 2021)

My organization recognizes people for taking initiatives.

My organization works together with the outside community

to meet mutual needs.

In my organization, leaders continually look for opportunities

to learn.

Our firm makes a concerted effort to make every employee

understand the importance of environmental preservation.

Our firm has a clear policy statement urging environmental

awareness in every area.

Environmental preservation is a high priority activity in our
Oroanizational firm. ang
Green culture Freserving the environment is a central corporate value in our 2019)

irm.

Our firm links environmental objectives with our other

corporate goals. o

Our firm develops products and processes that minimize

environment impact.

I have my own cultural, new verbal and nonverbal

communication skills to adapt to another culture.

I believe that culture is a process. One does not have culture;
Cultural one engages in culture. (Kai Liao ef
adaptability I am able to temporarily give up my own worldview to al. 2021)

]Iaarnclpate in another worldview.

have two or more cultural frames of reference, and I feel
positive about cultural difference.
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