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Abstract 
Purpose: This study mainly aims to determine the role of organizational culture in mediating 
the influence of organizational citizenship behavior (OCB) and innovative work behavior 
(IWB) on the employee performance of education sector from the perspective of teachers in 
the context of Malaysia as the research object.  
Design/methodology/approach: The qualitative research methodology has been employed 
in this study in order to collect and analysis the empirical data. A total of 6 primary teachers 
from two school districts participated in semi-structured interview and questionnaire has been 
distributed using online platform as research instrument.  
Findings: The result of this study can be summarized that: (1) OCB and IWB have 
influenced toward employee performance, (2) organizational culture mediated the influence 
of OCB and IWB toward employee performance, (3) organizational culture had influenced 
toward employee performance. It is concluded that organizational culture has played the role 
of mediating and became a new significant variable among the OCB and IWB variables, 
which then significantly impact on the employee’s performance.  
Research limitations/implications: The recent study has been done to contribute the 
innovation research stream by examining the mediate role of organizational culture that 
motivates employee to exhibit innovative and good work behaviors to promote employee's 
performance in the workplace. 
Practical implications: It can be recommended that education districts facilitate employee's 
performance through promoting greater training and development, proper incentives and 
career development for teachers and maintaining the positive relationship with co-workers in 
the workplace. 
Originality/value: Several studies had examined the influence of organizational culture, 
OCB and IWB toward employee performance and explore the role of OCB and IWB as the 
mediating variables in this study. Indeed, there is a shortage of investigation the 
organizational culture as mediating variables on the relationship between OCB and IWB 
toward employee performance. This study provides a new escalation scope and sequence for 
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research outcomes in the field of employee performance. Thus, this study has made the 
theoretical and practical contributions to employee performance by studying the mediating 
effect of organizational culture. 
 
Keywords: Organizational Citizenship Behavior (OCB), Innovative Work Behavior (IWB), 
Organizational Culture (OC), Employee Performance (EP).  
 
 
Introduction  
 
In today's knowledge-based environment, it has always been a common demand to explore 
employee performance in all sector all over the world. In recent years, the employee’s 
performance is being attention increasingly because it reflects that organization’s capacity to 
grow and sustainable within the industry and market. When employees perform well 
consistently, the organization will achieve growth and sustainability too. Ojo (2009) assert 
that improving employee's performance is a way to sustain competitve advantage as the 
overall performance of an organization is highly dependent on the employee performance 
(EP) level of employee engagement (EE). This was verified by Ritchie (2000) that the 
capacity of an organization to earn more profits and maintain competitive advantage depends 
on the joint participation and efforts of employees due to the common goal of all 
organizations is operate for profit. Therefore, a successful organization entails employees 
who perform more routine duties than expected (Sackmanns & Bertelsmann, 2006). 
Organizational citizenship behavior (OCB) and innovative work behavior (IWB) are two 
notions that are increasingly being addressed when evaluating employee performance (IWB). 
Innovative work behavior (IWB) is one of the variables driving organizational progress in 
this era of globalization. Employees are able to come up with new ideas and solutions, as well 
as imagination, integration, and innovation, to boost job performance significantly. Company 
citizenship behavior (OCB) is also one of the significant predictors that influence the 
achievement of organizational goals through enhancing employee performance (Schein, 
2011). By putting forward improvement suggestions, employees exceed the minimum 
requirements described by employees to affect performance and results and improve the 
efficiency of the working performance. For example, being responsible and helping others 
will reduce conflicts between teams and enable managers to focus on more urgent things. 
Organizational citizenship behavior helps organizations improve long-term performance that 
it encourages employee to use their maximum knowledge, skills and abilities in the 
workplace. Also organizational culture (OC) can be seen as the comptence of organization to 
achieve its goals by utilizing the resources effectively and efficiently that it creates 
employees' positive quality. The idea that organizations with a culture that improves 
organizational behavior and employee performance to enable employees to work together in 
achieving a common goal because the loyalty of employee depends on cultural knowledge 
and awareness. 
 
The education industry has gradually becoming a major pillar of national economies, 
particularly in developing nations like Malaysia. Education is a major contribution to the 
development of Malaysia's social and economic capital. The education industry is therefore 
understood as an important driver of the country's economic growth because it encourages 
creativity and innovation among young people and provides them with the skills to succeed in 
the modern labour market (Sharma and Sharma, 2014). The education is not only has 
singnificantly impact on GDP of country, but also has profound implication for quality of 
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nations, sustainabe of organization, talent development and student's academic achievement. 
Promoting quality of education is one of the most powerful element aims in achieve 
sustainable development goals (SDG) by the year 2030. (Educational Planning and Research 
Division, 2008). Teachers as the most significant agents in reform that are the powerful 
workforce for achieving SDGs to develop the human capital of nation and enhance the 
quality of education. However, The current issue has been found in education sector is that 
the Ministry of Education's National Education Philosophy, Vision, and Mission are less 
effective as teachers do not understand & misunderstand the concept of teacher 
professionalism. It involves the issues in overall quality of educators declines, and the self-
awareness of roles, responsibilities and key responsibilities shows a low level. Employee 
performance thus is failed to sustainable at an acceptable level. (Sorensen, 2002). Aksoy 
(2014) discovered that there are still some teachers who struggle to integrate subjects due to 
time and teaching materials. Several teachers fail to develop their skills, resulting in a loss of 
knowledge and professionalism. As a consequence, This aspect has directly impact on the 
standard of instruction delivered by teachers in the classroom. In  addition,  one of the major 
cause teachers leave their teaching career is a lack  of  professionalism,  collegiality, and 
administrative support (Aktas et al., 2011). Some intriguing problems that have been 
apparently hinders the reform successes, such as leaders failing to excite and inspire their 
staff, develop a healthy corporate culture, and provide good role models for employees. 
These actions and behavior in an organization directly lead to a poor level of employee 
knowledge, trust, morale, and teamwork, which have a negative impact on the organization's 
performacne (Tseng, 2010). To add on this, due to the recent onslaught of the Covid19 
pandemic, uncertainties loom and thus, the level of employee performance plummet during 
this period. These issues exist in employee performance of education sector is the need to 
explore various aspects of employee's performance in the educaion industry and factors that 
contribute to the employee's performance. 
 
To attain productive results, organizations now empower managers to innovate their goods 
and behavioral techniques (Rose et al., 2008). In this era of globalization, every organization 
aspires to increase its quality and efficiency in meeting the demands of people. Besides that, 
several educational institutions place a premium on staff training and development to 
improve employee performance. The Malaysian economy would struggle to progress in the 
case of less inventive personnel. As a result, a successful organization requires employees 
who perform their roles and responsibilities more than expected (Silverthorne, 2004). 
Furthermore, employees may learn more, share their expertise, and improve their capability 
by assisting one another among them in the workplace. This is essential not only for 
individual employees' well-being, but also for the success of organizations (Yiing & Ahmad, 
2009). Employees are required to perform OCB in order to be more creative and inventive at 
the workplace. For the more, Employees nowadays entails to be more creative and innovative 
in order to adapt to today's workforce that employee plays a virtal role in development of 
sustainable organizations. Datuk Mohamed Hazlan Mohamed Hussain, group president and 
chief executive officer of Prasarana Malaysia Bhd, stated that employees working at the 
management level in an organization are encouraged to think outside their area of jobs  and 
come up with innovative methods to maximize resources (New Strait Times, 2019). The 
objective of this study is to investigate and analyze the mediating influence of organizational 
culture on OCB and IWB toward employee performance of the education sector in Malaysia. 
The framework will be used to assess the employee performance level in organizations 
according to the perspective of secondary teachers in the education industry. The relationship 
between IWB, OCB, and organizational culture will be explored to determine the most 
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significant factors of employee performance to consider. Different results and foundamental 
knowledge from previous studies regarding the organizational culture and the relationships 
between OCB and IWB toward employee performance might be used as the company basis 
and argument to complete this research. 
 
Literature Review 
Gaps in the literature 
 
Many scholars have reported the impact of OCB and IWB on employee performance in their 
studies. Fewer researches have been done in previous time to explore the relationship 
between organizational culture and employee performance. There are several studies in the 
past have identified the role of OCB and OCB in mediating the impact of organizational 
commitment and culture on employee performance. The study of employee performance has 
continued to evolve until today. However, limited attention has been paid to exploring on 
organizational culture as mediating varibale between OCB and IWB to employee's 
performance that is a gap we found and deepened research need to be done to fill the gap of 
literature in the research. OCB as an important precursor to workers' identity that penetrates 
into all facets of organization existence included education, there is limited study conducted 
on understood regarding OCB, IWB and organizatonal culture (Mostafa, 2017). At present, 
there are few conceptualization and empirical studies on the potential interaction of OCB, 
IWB and employee's performance. Besides, earlier research was conducted by adopted social 
exchange theory (SET) and the theory of planned behavior to examine the relationshiop 
between OCB, IWB and several employee outcomes. Still less studies have used mediates or 
moderates variables to explore the influence of OCB and IWB toward employee 
performance. Based on qualitative methodology, this article ties organizational culture, OCB 
and IWB to further discussion on the latest scientific view of the association between 
organizational culture, OCB and IWB toward employee's perfromance. 

Employee Performance (EP) 
 
Performance is a tangible form of employee contribution to the organization that employs 
them (Huragu and Chuma, 2019). The performance of employee can be improved through 
effective practice, such as employee training, organizational reward system and employee 
empowerment to enhance team spirit (morle) within the organization's work system 
(Simbolon et al., 2020). Employee performance evaluation provides employees with the right 
opportunity to formulate career plans to determine employee’s strengths and weaknesses, so 
that the company can determine salary, provide promotion opportunities and accurately 
evaluate employee’s behavior (Kadir & Amalia, 2017). Employee performance can be 
evaluated into five criterias, which involves (1) Job knowledge: level of knowledge related to 
work tasks that directly affect the quantity and quality of work outputs among employees; (2) 
Initiative: the initiative level of employees in work tasks, especially in terms of dealing with 
problems that refer to the competence to resolve the problem and problem resolve skills; (3) 
Mental proficiency: capability and speed level in receiving the work instructions and adapt to 
existing working methods and working environment that is test the adaptability of employees 
to different working environments and whether be able to work independently; (4) Attitude: 
refer to the level of morale and positive attitude in the time of performing work tasks; (5) 
Work performance: the level of discipline time and attendance of employee in the workplace, 
such as punctuality and attendance. Managing and assessing employee performance are 
crutial for organizations because the assessment result serves a basis for studying and 
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improving employee performance and thus providing compensation (Kehoe and Wright, 
2013). According to Schunk and Dibenedetto (2020), performance improvement for both 
individuals and groups is the center of attention in an effort to enhance the organizational 
performance. The previous studies have pointed out that the dimensions of task performance, 
contextual performance, adaptable performance, creative performance, agility performance, 
and effectiveness have been identified as elements of employees' job performance. The 
technological features of an organization have a direct relationship with task performance 
(Sihombing, 2018). It helps the organization's core by performing operations and providing 
the services it requires. The behavioral patterns that support the psychological and social 
environment of executing task tasks are referred to as contextual performance. Employees' 
adaptability in comprehending and adjusting to changes in the organization is demonstrated 
by adaptive performance. The highly organizational support (e.g. co-workers support) 
received by employees in the workplace increases employees' commitment toward an 
organization and improves employees' loyalty, which tends to enhance individual and 
collective performance of employee (Silalahi and Sembiring, 2020). 
 
Innovative Work Behavior (IWB) 
 
Organizations entails innovation to survive and remain competitive advantage according to 
Delaney and Huselid (1996). Given the dynamic nature of the global business environment 
and the clear need to address local and global market issues, organizations are required to 
enhance their resilience, responsiveness and productivity (Reuvers et al., 2008). Today, the 
most essential thing for organizations is to foster the innovation. As a result, the concept of 
innovative work behavior (IWB) emerges as a result of the adoption of innovative business 
concepts (Ornek et al., 2015). Creative outputs will be achieved as a result of IWB. 
According to Shih and Susanto (2011) defined IWB as " Consciously create, introduce and 
implement new ideas & contrubutions in a work role, team or organization to improve role 
performance, team or organization." The concept of Innovative work behavior (IWB) 
encouraged employees to contribute new and unusual ideas, procedures, and ways of thinking 
(Deshpande & Farley, 2004). According to Yuan and Woodman (2010), IWB generally 
involves mechanisms of exposing thoughts and their implementation. Desphande et al. (1993) 
discovered that IWB can be separated into four stages in the workplace: creative exploration, 
creative creation, creative advocacy, creative implementation. IWB can therefore be viewed 
as a viable multi-stage process for idea creation, alliance building and implementation 
(Dorenbosch et al.,  2005). Recent research has found that IWB, which consists of four 
connected behavioral activities: (1)  problem recognition,  (2)  idea generation,  (3)  idea 
promotion,  (4)  idea realization,  can improve an employee's capability to innovate. Problem 
recognition and idea generation are the first two actions shown in the creativity-oriented work 
behavior stage. The final two tasks are referred to as implementation-oriented work behavior, 
in which employees strive to propose a novel concept to the potential colleagues and leaders 
and perform the idea in the work role, team, or organization as a whole. Employees that are 
ready and able to innovate contribute beyond the boundaries of their job responsibilities, 
according to studies, and they realize and achieve a continual flow of innovations in the 
workplace (Kheng & Mahmood, 2013). The positive impact of role IWB is beneficial to the 
organization and employees themselves, such as higher work efficiency or higher 
engagement. Despite the importance of IWB closed to create positive organization and 
employee outcome, some studies has been done brfore in this regard have examined the 
innovation-related concepts like creativity of work behavior. Organizations in the education 
sector hence are demand to plan and employ innovative approaches to remain competitive by 
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offering new idea and behavior. The purpose of this study is to analyse and investigate IWB 
as driving forces to improve employee's perfromance among teachers employed in Malaysia. 
 
Organizational Culture (OC) 
 
Most of studies are mainly focus on the perspective and concept of organizational culture. 
Less research on provide a comprehensive review of the application/impact of OC on 
organization and discussion on the relationship to employee's performance. It is important to 
understand the culture of the organization in order to eliminate the challenges that 
organizations face in the process of organizational change. The concept of organizational 
culture (OC) has became popular in the late 1980s and early 1990s due to the enterprises hard 
to survive in the context of the rapid changes in business environment. Organizational culture 
is the core value of the organization, which it reflects on organization how it operates, what it 
focuses on, and how it treats their employees and shareholders. Parker and Bradley (2000) 
balieved that organizational culture is known as a series of beliefs, values, work styles and 
relationships that distinguish one organization from another. As OC is an integration of the 
norms, values, beliefs, and relationships among employees in an organization, it has been 
stated that it supports and impacts employee job satisfaction, organizational commitment, 
productivity, and turnover intention. To be more specifically Chakraborty & Biswas (2020) 
put forward the comprehensive definition of organizational culture, namely team in solving 
the problem of external adaptation and internal integration to a shared basic hypothesis 
model, this model proved by previously empirical study to effective enough as it corrects 
cognition and thinking way to teach new staff so that they could improve work performance 
at work. Cadden (2020) further pointed out that organizational culture can be regarded as 
shared social knowledge about rules, norms and values that bettwe to shape the attitudes and 
behaviors of employee. Lim (1995) confirmed that organizational culture is a variable that 
can improve organizational efficiency. It reflects the common and acquired values, beliefs 
and attitudes of its members. An organization with a good organizational culture would offer 
employees certain power so that employees will establish mutual trust, cooperation and 
communication based on teamwork to improve employee performance. Indeed, Employees 
may have a feeling that they are directly involved in organizational decisions and plans to 
meet the organizational goals. When employees feel a strong sense of ownership, they will 
perform their work with full of innovation and dedication. At the same time, culture will 
affect the realization of organizational goals. This is essential for promoting organizational 
innovation, accepting new ideas and adapting organizational change that might be required. 
One of the great example is an empirical study of 95 enterprises in South of China shows that 
organizational culture has a positive impact on organizational innovation by knowledge-
sharing among employees, and thus has a positive indirect impact on organizational 
performance (Cherian et al., 2021). 
 
Organizational culture combines the values, vision, norms and beliefs of everyone in the 
organization to generate new ideas and innovations, which will bring more efficiency and 
better performance and organizations with ability to survive in today's business environment. 
Therefore, employees experience a sense of comfort in the culture of the working 
environment. When employees think they are able to solve work problems, job competence 
and work autonomy will improve their employee performance (Denison, 1990). Referring to 
these findings, we can see that there is a favorable association between organizational culture 
and employee behavior and performance, which leads to increased productivity and improved 
organizational performance (Dasanayake and Mahakalanda, 2008). According to Giao 



Global Business and Management Research: An International Journal 
Vol. 14, No. 3s (2022) 

  
  

1028 

(2019), organizational culture (OC) has seven key characteristics, which namely: 1. 
Innovation and risk taking; 2. Pay attention to details and expect employees to pay more 
attention to details and analyze details in their work; 3. Output direction; 4, People-oriented; 
5. Team positioning; 6. Aggression; And 7. The stability. Therefore, it suggested that it is 
effective to improve EP and the overall performance of the organization by using solid OC. 
Theresia et al. (2018) clarified that the failure of the organization to achieve life expectancy 
was the result of the organization's poor culture. Therefore, it is clear that the organizational 
objectives/sustainability will not be achieved without a healthy of organizational culture. 
 
Organizational Citizenship Behavior (OCB) 
 
Over two decades there is empirical tested on the concept of OCB according to different 
background of sectors and the experiences and result of OCB have been analysed. 
Organizational citizenship behavior of reviewed study is mainly focus on discretionary and 
unrequited behavior in the early stage as the employees have not received corresponding 
training to perform (Yaseen et al., 2015). Suwibawa et al., (2018) emphasized that the 
positive impact of OCB on organizations, that is, when OCB improves, organizational 
performance will also improve; Organizational citizenship behavior is defined as the 
individual behavior at the discretion of the organization, rather than the behavior directly or 
explicitly recognized by the formal reward system, so as to promote the effective operation of 
the organization. It indicates that organizational citizenship behavior is carried out with the 
goal of enhancing the well-being of the individuals, groups, or organizations it serves. 
Rahayu (2017) organizational citizenship behavior as an individual's contribution to the 
workplace as a result of work that transcends role requirements and contractual rewards. This 
may include the behaviors of employee in an organization such as willingness to help others, 
voluntary participation in additional work activities, and compliance with workplace rules 
and procedures regardless of personal inconvenience. Therefore,the researcher agree that 
OCB is a good citizenship behavior because it is a form of prosocial behavior (positive social 
behavior and beneficial constructive behavior). Singh et al., (2016) have further elaborated in 
their research that OCB is the voluntary behavior that employees carry out freely in the 
workplace. It is outside of both individual and organizational requirements. Therefore, 
organizational citizenship behavior is the positive attitude of employees in the absence of 
organizational reward system. Organizational citizenship behavior to improve organization-
employee productivity and increase positive employee interactions through three key 
behaviors: "helping," "taking responsibility," and "creative behaviors".  
 
On the another point of view, the human relations school proposed the view that "a happy 
employee are being placed on productive employee". Such the healthy relationship improves 
trust and mutual commitment between employees and increase organization the possibility of 
employees engaging in OCB in workplace (in role or extra-role behavior). Regarding the core 
positive attitude expressed through the organization encourages & motivates employees to 
make contributions & improves the productivity beyond their job requirements (Gunay, 
2018). Such as: contributing the creative idea; freely sharing the infromation between 
employee. This positive work attitude and engagement of employees promotes the job 
performance (Hafiz, 2017). 
 
Organizational citizenship behavior can be traced back to Katz's work (1964) that employee 
behavior are summarized as critical to induce the corpoerate environment result in promoting 
organizational citizenship behavior to increase overall organizational effectiveness. 
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Individual employees have to remain employed and dedicated to the organization. To achieve 
the work requirements, employees must be able to communicate effectively (in role 
behavior). Employees must take part in creative and spontaneous organizational activities that 
go beyond their job descriptions (extra-role behavior). Actions to protect the organization and 
its property, constructive suggestions to improve the organization, self-training to assume 
additional responsibilities, creating an enabling environment for the organization and its 
surrounding environment, and cooperative activities are examples of extra-role behaviors. 
(Fitrio et al., 2019). In general, the additional role behaviors related to organizational 
citizenship behavior ensure the more effective use of resources, liberate some time of 
management, and support and improve the ability of employees to perform daily tasks. 
 
In today's interconnected phenomenon, Organizational citizenship behavior can be considered 
as a way for two or more organizations to participate in the joint production of information 
and knowledge to expand organizational skills and capabilities (Singh et al. 2020). Bagyo 
(2018) has point out in his research that OCB can directly influences the performance of 
organizations and individuals both positively or negatively because it is the key driver to 
improve organizational/employee performance. This has verified by Cameron & Quinn 
(2011) stated that the concept of OCB highlighted the discretionary nature of organizational 
citizenship, such as supporting the fellow of employees with their tasks, being responsible for 
the work, willingness to learn & guide new staff and volunteering to do things that benefit 
their teamwork as well as training the workers. Chelagat et al., (2015) proposed five 
indicators in order to measure the OCB, which are included: (1) Altruism refers to non-
compulsory behavior to help colleagues complete tasks closely related to the operation of the 
organization. (2) Consciousness is the performance of role requirements beyond the lowest 
standard. (3) Sportmanship implies that abstaining from making an issue out of matters that, 
while bothersome are of little consequence in the wider scheme of things. (4) Civic Virtue 
highlighted that employees as voluntary engage and support for organizational functions of a 
professional and social nature. (5) Courtessy is is an action taken to alleviate problems related 
to others' work. This analysis provide new knowledge gapo related to the OCB of employees 
and analyse on how OCB affects the performance and behavior of employee in corporate 
environment. 
 
Hypothesis Development 
 
The drive of this study is to test the relationship between OCB and IWB and employee’s 
performance in Malaysia. Also, the study aims to test organizational culture as mediator 
varibale. 
 
The influence of organizational culture (OC) to employee performance (EP) 
 
The association between organizational culture and employee performance has gained highly 
recognized among researchers. Normative glue contribute to organizational culture helps 
company to retain the effectiveness of overall management. The success of an organization is 
inseparable from its existing resources, including human resources. Excellent performance in 
the organization depends on the employees who act to achieve the organization's goals. 
Following this point of view, Acar (2012) claim that it's necessary for managers to shape and 
establish a culture that is more beneficial to employees and the organization in order to 
achieve the required organizational goals. Other than that, innovation in organization plays an 
essential role in organizational culture that innovation defined as the source of economic 
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development, thereby leads to profits and sustain. The researchers stated that some 
requirements must be met for which form an innovation culture. Managers should be able to 
take risks and encourage innovation, while employees should help and become part of 
innovation. Managers and employees should aware that responsible for their behavior, 
actions, assist employees to hone their talents and shape ideas to achieve the mission of 
coporates. Organizational culture is influenced by attitudes, norms and beliefs, positive 
attitudes, norms and beliefs can effectively promote close communication among employees. 
Therefore, organizational culture has significant role in improving organizational 
performance. Cameron et al., (2011) noted that measuring employee performance mainly 
follows four dimensions, which are work quality, contribution, work knowledge and 
attendance. Organizational with positive culture can support employees to improve 
performance; On the contrary, a weak or negative organizational culture may conflict with 
the organization's goals. Employees can share their job expertise in a pleasant and welcoming 
working atmosphere created by organizational culture. This is mainly due to the fact that 
culture fosters self-motivation, entrepreneurship, and creativity, as well as individual 
initiative and autonomy for individuals who are ready to take risks. Emeka & Philemon 
(2012) indicated that organizational culture has a favorable and substantial impact on 
employee performance. Employee performance is boosted by organizational culture 
components such as management change, goal achievement, teamwork, and cultural benefits. 
With this view, it was the consistent with research findings in this study that organizational 
culture has a positive and substantial impact on job performance, and inducting a healthy 
organizational culture have positively influence to the employee performance. Therefore, this 
study proposed the first hypothesis as follows based on the previous empirical findings: 
 
H1: There is a significantly positive relationship between organizational culture (OC) to 
employee performance (EP) 
 
The influence of organizational citizenship behavior (OCB) to employee performance  
 
Organizational Citizenship Behavior (OCB) may aid in the long-term viability of an 
organization (Tamunomiebi & Owere, 2019). The output that supports the social and 
psychological context in which activities are accomplished is known as OCB (Taskiran, 
2019). Assisting fellow of employees with work-related problems other than complaining and 
being courteous towards colleagues are the examples of OCB (Gunduz et al., 2016). The 
volunteer work, in which employees perform tasks for the benefit of the organization without 
feeling obligated is the core nature of organizational citizenship behavior (Taskiran et al., 
2019). Organizational citizenship behavior is primary concern on voluntary efforts of 
employees to meet organizational standards and completed tasks (Gunduz et al., 2016). 
Organizations value innovation, but it goes beyond their enthusiasm for creative ideas 
(Hanifah et al., 2019). By raising employee engagement rates, OCB is also one of the main 
variables impacting the success of organizational goals (Taskiran et al., 2019). Employees 
must collaborate and freely exchange knowledge in order to be creative and innovative 
(Gunduz et al., 2016). The organization should continue their lives as connected to focus on 
innovation-related behavior among employees (Gunduz et al., 2016). Therefore, based on the 
previous empirical findings, this study proposed the second hypothesis as follows: 

H2: There is a significantly positive relationship between organizational citizenship behavior 
(OCB) and employee performance (EP) 
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The influence of innovative work behavior (IWB) to employee performance 
 
This would translate to a higher demand for the constant product and service innovation, as 
well as internal procedures and behaviors. Prior study has changed from notions of labor 
efficiency to innovation strategy in solving this challenge. It has been noted that there is a 
need to learn more about how individual effort may be coordinated to affect organization 
innovation and performance (Dorenbosch et al., 2005). Innovative work behaviors (IWB) are 
described by Reuvers et al. (2008) as an individual action that intended to initiate and 
intentionally introduce new beneficial ideas, processes, products or procedures (within a job, 
team or organization). Employees with stronger innovative work behavior are more likely to 
participate in higher levels of creativity in their work to increase work performance, 
according to previous studies (Dorner et al., 2012). Employees that exhibit more innovative 
behavior are anticipated to do better at work. As a result, organizations are required to 
improve employee understanding of the importance of innovative working behavior in the 
workplace. Therefore, based on the previous empirical findings, this study proposed the third 
hypothesis as follows: 

H3: There is a significantly positive relationship between innovative work behavior (IWB) 
and employee performance (EP) 
 
Organizational culture in mediating the influence of organizational citizenship behavior 
(OCB) to employee performance 
 
Organizations enable to gain the huge success rates from their innovation culture. One of the 
most significant obstacles to creative thinking is not just putting forth ideas, but a lack of 
bravery to share ideas with others. According to De Jong and Den (2010), innovation can be 
described as the successful application of ideas inside an organization. Individual and group 
creativity might be considered as the beginning point for innovation in this scenario. They 
agree that the connection between organizational culture and effectiveness is critical (Demir 
et al., 2021). Through information exchange among employees, organizational culture has a 
positive indirect influence on organizational innovation, which in turn has a good indirect 
impact on organizational performance (Shahzad et al., 2012). 
 
According to the findings, there is a significant association between organizational culture 
and innovative behavior and performance in order to boost productivity and drive 
organizational performance. Every employee in an organization has their own set of values, 
vision, standards, and beliefs. New ideas and innovations will be developed by combining the 
various features and characteristics. In view of the above, combining these disparate ideas 
and abilities will result in increased efficiency and improved performance so as to the 
organization's success. Therefore, based on the previous empirical findings, this study 
proposed the fourth hypothesis as follows: 

H4: Organizational culture (OC) mediated the influence of organizational citizenship 
behavior (OCB) to employee performance (EP) 
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Organizational culture mediates the influence of innovative work behavior (IWB) to 
employee performance 
 
The key role of values and organizational culture is the motivation to improve employee 
performance. In the internal and external environment of the firms, organizations with strong 
philosophy and basic values have established a clear link between high performance and 
organizational culture through incentive. Organizational culture ensures that employees of the 
organization abides by their values, beliefs and behaviors. The interaction among 
organization members, whether between colleagues, superiors and subordinates will increase 
the knowlege and understanding of people with different background, experience, attitude 
and behavior (De Clercq & Belausteguigoitia, 2020). 
 
The organizational communication climate is consisting of an emotional combination of 
communication events, human behavior, employees' reactions to co-workers, expectations, 
conflicts between personas and a macro assessment of organizational development 
opportunities (Brawley, Newlin & Pury, 2020). O'Connor et al. (2008) organizational climate 
can be divided into four dimensions, namely 1. Responsibility that is the degree of 
authorization of employees' experience; 2. Standard that is the expectation of work quality; 3. 
Reward that is the recognition and encouragement of excellent work; 4. Closeness and 
support that refer to build a good friendship and trust among employee. Therefore, based on 
the previous empirical findings, this study proposed the fifth hypothesis as follows: 

H5: Organizational culture (OC) mediates the influecne of innovative work behavior (IWB) 
to employee performance (EP) 

The conceptual proposed model 

The main variables of this study are including that the independent variable (OCB,IWB), the 
dependent variable (employee performance), and the mediator variable (organizational 
culture). To prove the hypothesis from the study, the research conceptual framework 
composed as follows (Figure 1).  

 

Figure 1: The Research Conceptual Framework 
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Methods 
Participants and procedure 
 
As previously mentaioned, this study collected date from two education districts located in 
Penang, examing 6 female primary teachers with above 10 years experiences working from 
the education sector in Malaysia. Based on the literature on employee performance, it was 
believed that primary teachers with more experiences are more likely to provide us with 
quality information about employee performance in education. Thus, the researcher were 
contacted by telephone, and a online meeting was scheduled with teachers who agreed to 
participate. A qualitative approach is used to examine the proposed concepted model. Semi-
structured interviews were conducted via online meeting for the teachers in order to allow the 
interviewee to be in the most preferable and safe setting during Covid-19 pandemic. This 
instrument was chosen with the goal of allowing researchers to obtain data that more 
accurately reflects the personal opinions of individual participants while also providing the 
benefit of employing an interview guide to make the interviewing of diverse persons more 
systematic. Participants were questioned about their considered formal obligations as primary 
teachers in the initial portion of the interview to learn about their role tasks. The following set 
of questions focused on perceptions of innovative behavior and role behaviors in preschool 
education. Participants were also questioned if company culture had an impact on their ability 
to do their jobs. They were also questioned about promoting factors that they perceived to be 
related to workplace performance. At end of the interview session, we assured the 
participants of the confidentiality and anonymity of their information. Interviews were 
conducted mainly in English langauge to communicate. Questionnaires were available in 
English, which is the language generally spoken in Malaysia. Furthermore, some 
comparisons with the existing literature on employee performance were made to intensify 
validity of the interview. 
 
Data gathering and measures  
 
Four survey measures were used in tihis study. The questionnaire consisted of two sections, 
which was demongraphic inflormation (age, gender, ethnicity, marital status, education 
background and years of experience) and items examing the three varibales to be test. The 
participants had completed measures on organizational citizenship bahavior, employee 
performance, organizational culture and innovative work behavior in additon to a qualitative 
interview. The semi-structured interviews echoed the themes covered in the questionnaires, 
for example, teachers’ work situation, their relationships and behavior at work, and their 
organizational culture. To measure the constructs, pre-existing multi-item measurement 
scales were adapted. The survey instrument used a five-point Likert scale of agreement (1 = 
strongly disagree, 5 = strongly agree) to measure the three constructs.  
 
Organisational Citizenship Behavior  
  
OCB was used an adapted version of Organizational Citizenship Behavior Scale (OCBS: 
Swart & Rothmann, 2012). The OCBS comprises five items (e.g. l motivate employees to 
help organization to achieve it’s goal; l resolve conflicts between co-works; l spread goodwill 
in the organization; l give contracture suggestions for improvement from time to time; l do 
not complaint about insignificant things at workplace.). The term ‘OCB’ in questionnaire was 
explained as one encompassing healthy relationship, good behavior and highly employee 
engagement. 
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Employee performance 

The measure of employee performance was taken from Jelinek, Ahearne, Mathieu, and 
Schillewaert’s (2006) survey. Employee performance was used five indicators, namely, 
quality of work, quantity of work results, knowledge, cooperation, and effectiveness in 
adopting research (Hewagama et al., 2019).  

Innovative Work Behavior 
 
The scale was adjusted from the one developed by Scott and Bruce (1994), which consisting 
of 5 items, each of which followed by a five-point Likert scale ranging from 1 (strongly 
disagree) to 5 (strongly agree). A sample of the items used is as follows: Searches out new 
technologies, processes, techniques and ideas; I generate creative ideas; I investigate and 
secures the funds needed to implement new ideas and develops adequate plans and schedules 
for the implementation of new ideas. 

Organizational Culture  

The variable of organizational culture plays mediating variable in this study. It is 
operationally defined as Organizational culture is defined as a cognitive framework that 
contains attitudes, values, norms, and mutual respect shared by organizational members. For 
measuring organizational culture, scale items developed by Turnley et al (2003).  

Findings 
 
The inductive analysis of the interviewees’ data reveals three major aspects in the primary 
school teacher’s performance that are considered to include forms of OCB, IWB and 
organizational culture. 
 
OCB  
 
When discussing the teaching role tasks of primary school teachers, the six respondents 
agreed and tended to include most of these tasks in the role activities of the nature of their 
work. However, when they were asked to compare those who performed only formally 
required tasks with themselves, they pointed out several organizational citizenship behaviors: 
implementing teaching innovation / change and using diversified teaching methods. For one 
interviewee, adjusting teaching methods according to students' special needs is not part of her 
formal role, but she invested a lot of time and energy in it: I accepted the plan of the Ministry 
of education and added new content to it. I have found new materials on the Internet, met 
with other kindergarten teachers on the forum, and discussed the establishment of new tools 
to ensure my teaching quality and efficiency. In this sense, the implementation of new 
teaching projects and plans (such as real learning and integrated teaching) is regarded as a 
kind of teachers' organizational citizenship behavior: 
 
Interviewer: you have been mentioned about additional role activities. Can you elaborate? 
 
Teacher: for example, TESL (teaching english as second langauge). I choose to teach this 
English and bring it into my work, which requires a lot of effort. For such work, teachers are 
neither paid more nor formally required to do so. This means that kindergarten teachers who 
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teach according to books usually adhere to basic, compulsory courses and traditional teaching 
methods. In addition, most other teaching tasks and activities are regarded as part of primary 
school teachers' organizational citizenship behavior: 
 
[teachers extra－role expectations] are teachers who add endless content to basic compulsory 
courses. She is always updated, willing to change and always advocates. Always challenge 
children to promote their development, very positive, very unconventional. 
 
Another area in which teachers can express organizational citizenship behavior is their 
relationship with teacher assistants, teacher substitutes and new colleagues. By supporting the 
assistant and helping her when she needs it, the interviewee exceeded her formal role 
expectations. 
 
Teacher: my communication and work with my assistant are equal. For example, last week, 
she had a family party, so I opened a kindergarten for her at 7:30 in the morning. 
Interviewer: is this part of your formal commitment? 
Teacher: this job is not in my necessary job requirements, and no one can force me to do such 
a thing. 
 
Other respondents praised the assistant in front of parents and municipal officials to improve 
her status and make others respect her contribution. 
Teacher: it's very difficult for the contemporary class teacher. She needs help, so I can help 
her on the rest day. If there is a problem, I can help her, even though she is responsible for 
everything on this day. 
 
IWB 
 
When answering the questions about IWB, teachers concluded that IWB is a "circle" of teams, 
which are connected with each other, improving the communication speed, knowledge 
transfer and response time to environmental changes. New ideas and values are created at the 
intersection of different circles. The structure of the circle is flexible and not limited to the 
personal level of the top members. The colleagues at the lowest level can participate in the 
project as peers and have equal roles. Alternatively, non management assistants may also 
have more specific knowledge required for the successful implementation of the project. 
 
First, the respondents in this study were asked to describe a current storyline when they felt 
motivated/encouraged in orgazation to go through a process of change or innovation. 
Respondents were asked to think of a way to motivate and support the variable of IWB and 
how they would contribute to the  individual innovation performance of organization. 
Examples of interview questions related to the latter point of view are as follows: "Think 
about your and/or your colleagues' recent experience from conception to 
application/implementation. Tell me the most salient thing you have done in the past to 
inspire or support the idea of opportunity in others. Although the sample size was quite small, 
the selected participants were the key seeds of innovation at the management and operational 
levels of the organization. In addition, these participants were attractive and interested in this 
research topic, and they were eager for the in-depth information we wanted to provide. As a 
result, we can ensure that our participants provide informed and rich data on this issue. 
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Respondents attempted to embed innovation initiatives in their organizations through trust 
and feedback. During the interview, they stated that building trust, fault tolerance, support, 
and information feedback are critical requirements for ensuring innovation inside an 
organization, particularly in the area of teaching materials and techniques in the education 
sector. Cultivating and sustaining internal and external connections is also important for 
identifying and promoting new ideas or trends that will result in high-value student-oriented 
services. "There might be an immaterial incentive to encourage fellow of employees through 
interactive listening and sharing & exchange information with other colleagues as well as 
regular supportive feedback in the form of gentle advice or thanks for small victories." Said 
by respondents from teachers. By doing this way, we can simplely build trust and a closer 
relationship. Or: "Our school runs a quarterly focus group with a sponsor, not only to 
maintain the relationship, but to co-create new ideas so that to achieve reciprocity between 
employees. Actually we have also maintained the close relationships with local schools and 
thus sometimes our ideas come from students". 
 
As mentioned earlier, innovative behavior is also strengthened and promoted through 
socialization in the workplace. It has been proved that three types of interpersonal 
relationships can enhance employees' IWB, especially in the exploration stage: interaction 
between member supervisors, members, colleagues and teachers and students. A coincidence 
discovery related to the study of knowledge relationship shows that the close relationship 
between managers and their team members is at work It plays an indispensable role in the 
environment because it has a significant impact on employees' action objectives, so it is 
essential to solve problems and improve response speed and quality (shrivastava et al., 2006). 
However, some teachers believe that we may try to clarify the advantages and disadvantages 
of innovative ideas in detail, and ask other colleagues to provide suggestions before 
implementing new ideas. In this way, the information and expertise of colleagues can benefit 
the organization and individuals by providing feedback and even supporting unsatisfactory 
ideas. In fact, the support of colleagues Support plays a great role in promoting the task of 
cooperation, so it is of great significance for knowledge exchange, integration and creation. 
 
Organizational Culture  
 
According to the findings, 88% of respondents agree completely and 12% partially agree with 
the statement that "my organization operates effectively because members follow the 
organizational culture." To be fair, all respondents believe that the organization runs 
effectively because employees follow the organizational culture, based on different 
indications. This suggests that the culture of an organziation has a direct impact on employee 
performance. On the other hand, 40% of the respondents agreed that the performance system 
was established to reward the expected behavior in line with the organizational culture. 
 
From the answers, it can be seen that managers must determine how to use organizational 
culture to motivate employees and how to optimize their performance. The long-term 
business performance depends on the creation of employment, the optimization of the 
organization's productivity and efficiency needs, and the motivation and meeting of the 
employees who engaged in these activities. In fact, all employees are part of a single work 
unit, and their productivity is influenced to some extent by the incentive provided by the level 
of management. In terms of answers, employees' ideas are similar to those of the above 
authors, indicating that a high level of organizational culture is required to obtain the best 
results. 
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Discussion and Conclusion 
The recent research has investigated the organizational culture influences employee 
performance through mediating the relationship between OCB and IWB. Hypothesis 1 
showed that there is a significant relationship between the organizational culture and 
employee performance. The findings and results support this hypothesis that indicates that 
positive and important values have an impact on the relationship between organizational 
culture and employee performance. The organizational culture is vital for all organizations in 
improving employee performance. According to the findings, an organization with a positive 
culture and environment is more likely to perform well (Tamunomeibi et al., 2019). 
Furthermore, the previous study findings demonstrated that OCB makes critical contributions 
to the performance of people and organizations. OCB is advantageous and useful to both the 
employee and the organization. 
 
Other than that, OCB development encourages innovation. Hence, the education industry can 
be considered as one of the most important contributors to the economic growth in Malaysia. 
The education sector can introduce IWB to employees. This is because creativity and 
innovation are almost intrinsically positive outcomes. Because there is a significant 
correlation between high levels of organizational culture and IWB, there is an opportunity for 
the education sector to improve employee performance. According to Khessina et al. (2018), 
education sector will directly benefit from creativity. 
Moreover, the education sector could foster a favorable culture in the workplace based on the 
positive association between organizational culture and OCB. Leader entails creating 
environments that motivate employees and make them proud of their work (Osman et al., 
2016). A positive environment can form Sportsmanship among employees which results in a 
higher level of OCB. As a result, employees will have a positive mindset on activity toward 
the educational sector. As a consequence, employees may concentrate on honing their 
abilities in presenting new ideas due to more initiative and contributing their value to the 
educational sector. Those actions lead to a greater level of OCB among employees. 
 
In the end, Backstrom et al. (2019), Gunduz et al. (2016), and Pandey et al. (2019) discussed 
the importance of a favorable organizational culture and environment for employees, which 
can lead to increased innovation activity after performing IWB. As a result, the education 
sector has the potential to be more innovative than other sectors. Therefore, all objectives of 
this study has been met and all hypothesis has been supported. 
 
Conclusion 
 
As a conclusion, the purpose of this study was to determine the organizational culture in 
mediating the relationship between organizational citizenship behavior (OCB) and innovative 
work behavior (IWB) (IWB). This research is based on research that identifies OCB, IWB, 
and organizational culture as critical determinants in employee performance that drive 
organizational performance. The goal of this study is to look at the link between 
organizational culture, OCB, IWB, and employee performance. The results for the objective 
of the study were obtained using qualitative and interview techniques. The findings suggest 
that personnel in the education industry have a high level of OCB and IWB, which affects 
their performance. Aside from that, the interview revealed that OCB and IWB had a positive 
impact on organizational culture on employee performance. The education sector's real 
success is determined by the performance and creativity of its employees. It was proposed 
that employees in the education sector be given more opportunities to express their ideas in a 



Global Business and Management Research: An International Journal 
Vol. 14, No. 3s (2022) 

  
  

1038 

methodical manner in order to make the lessons more interesting. The findings of this study 
imply that the education sector can establish a foundation in terms of healthy culture for 
employees in order to generate more innovative ideas in the field of teaching. 
 
Based on the results of this research and key findings, the servel conclusions has been 
outlined to support the hypotheses as follows: 
 
1. The organizational culture has significantly positive influence on employee performance. It 
means that the hypothesis stated that organizational culture influences the employee 
performance is accepted in this research.   

2. The innovative work behavior (IWB) has influences on employee performance. It’s 
highlighted that the hypothesis has been stated that innovative work behavior (IWB) 
significantly influences employee performance is accepted for this research. 

3. The organizational culture has played mediate role in the influence of OCB on employee 
performance. This implies that the hypothesis stated that organizational culture mediates 
the influence of OCB toward the employee performance is accepted in this research.   

4. The organizational culture plays mediate the effects of IWB on employee performance. 
This proved that the hypothesis has been stated that organizational culture mediates the 
influence of IWB toward employee performance is accepted for this research.   

Theoretical Implications 
 
The current study has made the contributes to the understanding of organizational culture and 
employee performance literature by exploring the new knowledge to the identification of 
organizational culture plays mediate role on relationship between OCB and IWB and 
organziational performance. The study thus will respond to a recent call in the organizational 
performance literature that may fill in gaps in the theoretical knowledge about the mediating 
effect of organizational culture between OCB and IWB to employee performance in educaton 
sector. Additionaly, the study has added the empirical evidence to the positive influence of 
both OCB and IWB on employee's performamce. Because of this study new research scope, 
it provide the reference vaule for academic in rearch.  
 
Practical and Social Implications 
 
The findings of this study have important implications for educational leaders since they 
reinforce the premise that investing in human resources practices may improve employee 
performance. First, leaders in the education sector who operate at the management level 
should focus on expanding their knowledge through various training and development 
programs. Such activities can provide teachers with the information, talents, and skills they 
need to be more effective in the classroom and meet future demands. Teachers who complete 
these programs will learn how to create effective teaching materials and interact with students 
by solving their difficulties successfully. Managers should focus on training in the abilities 
needed to handle instructors with politeness and efficiency since courtesy has been identified 
as a critical factor in emotional contexts by literature. 
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Moreover, education sector can use proper incentive to drive employees to better 
performance in the workplace.  Education sector is able to employ an effective rewards to 
employees according to fair performance appraisal to motivate quality of teaching.  The 
reward system can be consists of all organizational components, including personnel process 
rules and decision-making activities, which involve the distribution of wages and benefits to 
employees in exchange for their contributions to the organization.  
 
For the more, education sector should provide career development as it helps employees build 
confidence in their ability to work and improve their engagement. Career development 
therefore is an important factor affecting employee engagement, retaining the most talented 
employees and providing opportunities for personal development. Organizations with a high 
level of engagement provide opportunities for employees to develop their capabilities, learn 
new skills, acquire new knowledge and realize their potential (Wildermuth, 2018). As a 
result, This may or may not lead to reduction in employee performance by conducting 
training and development, proper incentives and career development. 
 
Limitations and Suggestions for Future Research 
 
The limitation of this study is that it is only for the participants of primary school in 
education district which means the participants were all imformation provided only for  
primary education of Panang, therefore this research cannot be generalized to other countries 
and the scope of education is limited. The smapling size was small, which was difficult to 
present the whole result in education sector of Malaysia. 
 
The recommendation thus is for future direction to continue to provide the organizational 
culture variable are used as mediating variable between OCB and IWB to employee 
performance by adopting quantitative research methodology to give more valuable data with 
large-size sample to support the hypotheses. To innovate the further research, the researcher 
also can consider examining the moderator variable between OCB and IWB toward employee 
performance to provide a new insight for academics or research scholar to further deeply 
analysis and new scope to fill the theoretical gap in research. Further research should focus 
on different sector to enrich the knowledge of this new scope, such as manufacturing, 
telecommunication sector. In addition, researcher suggested that explore the predictors 
influence OCB and IWB would provide a comprehensive research proposed model to build a 
new contribution. It can be concluded that researcher or scholars should to contribute to new 
and expanding research ideas from employee performance areas in addressing the issues of 
embracing innovation and creativity. 
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