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Abstract
This research was conducted to find a conceptual framework of organizational culture that can be relied upon to build
and develop organizations. Research methods use a literature review by relying on data sourced from various relevant
literature, both books, and journals. The data were analyzed by critical analysis. The results of the study found a
conceptual framework of organizational culture mediating the effect of transformational leadership and organizational
communication media on motivation, organizational commitment, job satisfaction, engagement, job involvement,
innovation, OCB, productivity and performance. This conceptual framework can be utilized by academics, researchers
and practitioners in the future as an effort to build and develop highly competitive organizations.
Keywords: organizational culture, organizational communication media, performance, transformational leadership,
job involvement, innovation
1. Introduction
Organizational culture is always a critical issue among academics, management and organizations practitioners. It
shows the vitality of organizational culture for the dynamics of an organization that requires continuous management
and development, both on a theoretical and practical level. Organizational culture is interpreted diversely by experts,
among others as a social understanding shared by members of the organization and believed to be rules, norms, which
confirm the attitudes and behaviors of organizational members (Colquitt et al., 2014); a set of values, assumptions, and
beliefs shared in the an organization (McShane & von Glinow, 2015; Schein, 2017); a collection of assumptions,
beliefs, values, and norms shared with members of the organization (Newstrom, 2015); a value system that is lived
firmly by its members to distinguish certain organizations from organizations other organizations (Robbins & Judge,
2019). Thus, organizational culture reflects the values, belief, and norms of behavior that are understood, accepted, and
shared by members of the organization as a basis or reference for behaving within the organization that distinguishes it
from other organizations and faces external and internal organizational problems. This condition causes an
organizational culture to always be specific and unique so that it is not the same as one another.
Luthans (2011) identified six main characteristics of organizational culture, namely: rules of behavior that are shared
by the organization; norms which are standard in behavior and work; dominant values, namely the main values in the
organization that must be carried out by all staff; philosophy, organizational policies in treating employees and
customers; rules, which are a set of rules that serve as guidelines or guidelines for all employees in the organization;
and organizational climate, namely the apparent habits of interaction between individuals within the organization, and
the ways members of the organization serve customers and other related parties. Langton and Robbins (2006) mention
seven dimensions of organizational culture, namely: innovation and decision making, attention to small things, results
in orientation, orientation to people, team orientation, aggressiveness, and stability.
These characteristics and dimensions, in part or whole, may be present in every organization, but the conditions may
differ from one organization to another. The difference is caused, among others, by factors that are reflected in the
organizational culture of each organization.
1.1 The Determinant of Organizational Culture
Based on several studies, there are at least two determinants of organizational culture. First, transformational
leadership. The result of research conducted by Shao et al. (2012) and Veiseh et al. (2014) shows that transformational
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leadership influences organizational culture. Transformational leadership is associated with activities that motivate
people to overcome their interests for the good of the group (Bateman & Snell, 2015). Transformational leaders can
influence others by using charisma, caring for followers, and stimulating others (Ivancevich et al., 2016).
Transformational leadership has four indicators, namely: idealized influence, inspirational motivation, intellectual
stimulation, and individualized consideration (Bass & Avolio, 1994) Second, organizational communication media.
Research conducted by Canessa and Riolo (2003) results shows that organizational communication media affect
organizational culture. Communication media can be in the form of magazines, bulletins, facebooks, what’s app, lines,
and other social media applications that are scheduled to support organizational communication as the process of
sending and receiving various messages in the group contained in the organization's formal and informal
organizational structure (Devito, 1997) which includes downward communication, upward communication, horizontal
communication, and interline communication (Pace & Fules, 1993).
With these two determinant factors, which in practice can have diverse qualities, the existence of organizational culture
in each organization is also diverse and has differences. The diversity and differences, in addition to being unique to
each organization, then have a different impact on various aspects of the organization, especially on the perceptions,
attitudes, and behavior of members of the organization.
1.2 The Impact of Organizational Culture on Organization
Based on various relevant studies, organizational culture has an impact on the perceptions, attitudes, and behavior of
members of the organization, including motivation. The result of research conducted by Sinha at al. (2010) and
Cucu-Ciuhan and Guit-Alexandru (2014) show that organizational culture influences motivation. In the context of
work, according to Kanfer as quote by George and Jones (2008), motivation reflects a psychological force in a person
who determines the direction of one's behavior in the organization, as a level of effort and perseverance in dealing with
obstacles, which includes three elements: direction of behavior, level of effort, and level of persistence.
Second, organizational commitment. Several studies conclude that organizational culture influences organizational
commitment, for example, Silverthorne (2004), Williams, Rondeau, and Francescutti (2007), Hakim (2015), Kawiana
et al. (2018), and Yamali (2018). Organizational commitment is the degree of employee self-identification with the
organization and its wishes to continue its active participation in the organization (Newstrom, 2015), which includes:
affective commitment, continuance commitment, and normative commitment (Meyer & Allen, 1997).
Third, job satisfaction. The results of research carried out by Chang and Lee (2007), MacIntosh and Doherty (2010),
Tsai (2011), Azanza et al. (2013), and Meng and Berger (2018) showed that organizational culture influences job
satisfaction. According to Spector (1997), job satisfaction is how people feel about their work and various aspects of
their work and the extent to which people like (satisfied) and do not like (not satisfied) with their work. Spector (1997)
identified nine elements of job satisfaction that were used as indicators of the Job Satisfaction Survey (JSS) job
satisfaction scale, namely: wages, promotions, supervision, external benefits, unit rewards, working conditions, work
partners, nature of work, and communication.
Fourth, engagement. The result of research by Sadeli (2012) shows that organizational culture affects engagement.
Engagement refers to psychological involvement and is connected with completing one's work. Employees involved
experience a high level of connectivity with their work tasks and therefore work hard to achieve the objectives related
to their duties. Engagement includes three dimensions, namely: (1) cognitive, which describes aspects of the mind that
essentially is a logical evaluation of the goals and values of the organization; (2) physical, which reflects the intention
how far the desire to do for the organization, and concrete actions that show support for the organization; and (3)
emotions, which are employees' positive feelings toward the organization, empathy for others, enjoy and believe in
what they do and feel proud for doing so (Kahn, 1990).
Fifth, job involvement. The results of research carried out by Taştan and Türker (2014) showed that organizational
culture influences job involvement. Job involvement related to the extent to which an employee can identify his work,
participate actively in it and consider his performance important for himself (Robbins & Coulter, 2016). Job
involvement includes three dimensions, namely: showing his work as something major, actively participating in his
work, and see his work as something important for self-esteem (Robbins & Judge, 2019).
Sixth, innovation. The result of research by Shahzad et al. (2017) shows that organizational culture influences
innovation. Innovation is a creation (invention), the focus is on the use of resources (people, time and money) to create
or develop new products, services, new ways of doing things, new ways of thinking about things (Ahmed & Sheherd,
2010). There are five dimensions to measure innovation, namely: opportunity exploration, generativity, informative
investigation, championing, and application (Kleysen & Street, 2001).
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Seventh, organizational citizenship behavior (OCB). Several studies conclude that organizational culture affects
OCB, for example, Mohanty and Rath (2012) and Vahdatinia et al. (2014). OCB reflects employee behavior that
exceeds role work requirements (Kinicki & Fugate, 2012), discretionary behavior that is not a requirement of an
employee's formal work but promotes the effective functioning of the organization (Robbins & Coulter, 2016), and
employee behavior extends beyond tasks certain forms, including various forms of collaboration and helping others
who support organizations in social and psychological contexts (McShane & von Glinow, 2015). OCB includes five
dimensions, namely: altruism, conscientiousness, courtesy, sportsmanship, and civic virtue (Organ, in
Tschannen-Moran, 2004).
Eighth, productivity. The result of research by Kelepile (2015) and Mahdiyeh et al. (2016) shows that organizational
culture influences productivity. Productivity can be interpreted as a process and an outcome. As a process, productivity
reflects the ability of employees to produce jobs or goods and services in accordance with expected standards or
outside the expected standards (Meneze, in Mawanza, 2017), whereas as a result of productivity is the output ratio of
goods and services divided by the inputs or resources used to produce goods and services (Hersey et al., 2008). As a
process, productivity can be measured by knowledge, skills, abilities, attitudes, and behaviors (Bernardin & Russell,
2013); while as a result, productivity can be measured through a ratio of input and output ratios.
Ninth, performance. Several studies conclude that organizational culture influences performance, among others seen in
the results of the research Rashid et al. (2003), Hsu (2014), and Jogaratnam (2017). Performance can be interpreted in
two perspectives, as behavior and results (Catherine, 2009). Performance as behavior is conceptualized as actions and
behaviors that are under the control of individuals who contribute to organizational goals (Rotundo & Sackett, in
Catherine, 2009) or a series of employee performances that contribute positively or negatively to the achievement of
organizational goals (Colquiett et al., 2014). Whereas as a result, performance is the result of work-related to
organizational goals such as quality, efficiency, and other criteria of effectiveness (Gibson et al., 2009). As a process,
performance can be measured through enthusiasm, carry out formal activities which are their duties, assist and
cooperate with other employees, follow organizational rules and procedures, and striving, supporting and defending
the goals of the organization (Aguinis, 2013). Whereas as a result, performance can be measured by numeric numbers
based on performance appraisal using certain standards, targets or criteria.
2. Methods
This research uses a literature review. In this context, “literature reviews, including research syntheses and
meta-analyses, are critical evaluations of material that has already been published” (APA, 2010: 10). Research
relies on data sourced from various relevant literature, both books, and journals. Data were analyzed through critical
analysis or evaluation, and the results are described narratively (Cozby & Bates, 2012).
3. Result and Discussion
Organizational culture has two determinant factors, namely: transformational leadership and organizational
communication media, and has nine impacts, namely: motivation, organizational commitment, job satisfaction,
engagement, job involvement, innovation, OCB, productivity, and performance. The determinant and impacts of
organizational culture can be visualized in the form of a conceptual framework in Figure 1.
The conceptual framework shows the role of organizational culture in mediating the effect of transformational
leadership and organizational communication media on motivation, organizational commitment, job satisfaction,
engagement, job involvement, innovation, OCB, productivity, and performance.
Also, the conceptual framework can be broken down into nine small conceptual frameworks based on affected or
endogenous variables in the research package by using path analysis or structural equation modeling (SEM). For
example, for the motivation variable, the conceptual framework is the effect of transformational leadership and
organizational communication media on motivation by mediating organizational culture. This conceptual framework
can be visualized in Figure 2. For the other eight variables (organizational commitment, job satisfaction, engagement,
job involvement, innovation, OCB, productivity, performance) can be conceptualized as in Figure 2.
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Figure 1. The Conceptual Framework of Organizational Culture
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Figure 2. The Conceptual Framework of the Role of Organizational Culture in Mediating the Impact of
Transformational Leadership and Organizational Communication Media on Motivation
The results of this study offer at least 10 research conceptual framework that can be followed up in the future with a
variety of research settings, both business organizations (profits) and public organizations (non-profits). Students from
undergraduate, postgraduate and doctoral degrees can utilize this model according to the needs of each level of
education. No exception researchers outside the campus (higher education) who serve in research and development
centers can also take advantage of this research conceptual framework to conduct evaluations according to the needs of
work units and organizations.
Besides, this conceptual framework also shows two important things for practitioners. First, organizational culture has
a very broad and extraordinary impact on the organization, especially perceptions, attitudes, and behavior of members
of the organization, including motivation, organizational commitment, job satisfaction, engagement, job involvement,
innovation, OCB, productivity, and performance. Second, organizational culture can be built and developed through
transformational leadership and organizational communication media. This confirms the meaning that organizational
culture is very important and therefore needs to be developed because it is proven to affect the important joints of the
organization, including motivation (Sinha et al., 2010; Cucu-Ciuhan & Guit-Alexandru, 2014), organizational
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commitment (Silverthorne, 2004; Williams et al., 2007; Hakim, 2015; Kawiana et al., 2018; Yamali, 2018), job
satisfaction (Chang & Lee, 2007; Mac-Intosh & Doherty, 2010; Tsai, 2011; Azanza et al., 2013; Meng & Berger, 2018),
engagement (Sadeli, 2012), job involvement (Taştan & Türker, 2014), innovation (Shahzad et al., 2017), OCB
(Mohanty & Rath, 2012; Vahdatinia et al., 2014), productivity (Kelepile, 2015; Mahdiyeh et al., 2016), and
performance (Rashid et al., 2003; Hsu, 2014; Jogaratnam, 2017). Without high motivation, organizational commitment,
job satisfaction, engagement, work involvement, innovation, OCB, productivity and performance, organizational
performance will not be optimal. For this reason, organizational culture needs to be fostered, among others through the
improvement and development of transformational leadership (Shao et al., 2012; Veiseh et al., 2014) and
organizational communication media (Canessa & Riolo, 2003). This means that practitioners need to have a strategic
agenda to improve transformational leadership and organizational communication media practices through various
tactical efforts by involving the organization's internal and external resources that are projected to increase the
improvement of transformational leadership and encourage the effectiveness of organizational communication media.
4. Conclusion and Suggestion
Organizational culture is influenced by transformational leadership and organizational communication media and
impacts on motivation, organizational commitment, job satisfaction, engagement, job involvement, innovation, OCB,
productivity, and performance. Therefore, transformational leadership and organizational communication media can
be relied upon to build motivation, commitment organizational, job satisfaction, engagement, job involvement,
innovation, OCB, productivity and performance by mediating organizational culture. This conceptual framework can
be utilized by academics, researchers, and practitioners in the future to build high organizational competitiveness.
References
Aguinis, H. (2013). Performance Management. New Jersey: Pearson Education, Inc.
Ahmed, P. K., & Shepherd, C.D. (2010). Innovation Management: Context, Strategies, Systems, and Processes. Essex:
Pearson Education Limited.
American Psychological Association. (2010). Concise Rule of APA style (6th. ed.). Washington, DC: Author.
Azanza, G., Moriano, J. A., & Molero, F. (2013). Authentic Leadership and Organizational Culture as Drivers of
Employees’ Job Satisfaction. Journal of Work and Organizational Psychology, 29, 45-50.
https://doi.org/10.5093/tr2013a7
Bass, B. M., & Avolio, B. J. (1994). Improving Organizational Effectiveness through Transformational Leadership.
Thousand Oaks, CA: Sage Publications.
Bateman, T. S., & Snell, S. A. (2015). Management. 11th ed. New York: McGraw-Hill.
Bernardin, H. J., & Russel, J. E. A. (2013). Human Resource Management. New York: McGraw-Hill Irwin.
Canessa, E., & Riolo, R. L. (2003). The Effect of Organizational Communication Media on Organizational Culture and
Performance: An Agent-Based Simulation Model. Computational & Mathematical Organization Theory, 9,
147–176. https://doi.org/10.1023/B:CMOT.0000022753.91962.99
Catherine, J. E. (2009). A Multi-level Investigation of Overall Job Performance Ratings. Parkway: ProQuest LLC.
Chang, S., & Lee, M. (2007). A Study on Relationship Among Leadership, Organizational Culture, The Operation of
Learning Organization and Employees’ Job Satisfaction. The Learning Organization, 14(2), 155-185.
https://doi.org/10.1108/09696470710727014
Cozby, P. C., & Bates, S.C. (2012). Methods in Behavioral Research. 11th edition. New York: McGraw-Hill.
Cucu-Ciuhan, G., & Guit-Alexandru, I. (2014). Organizational Culture versus Work Motivation for The Academic
Staff in A Public University. Procedia - Social and Behavioral Sciences, 127, 448-453.
https://doi.org/10.1016/j.sbspro.2014.03.288
DeVito, J. A. (1997). Komunikasi Antarmanusia. Jakarta: Professional Books.
George, J. M., & Jones, G. R. (2008). Understanding and Managing Organizational Behavior. New Jersey: Pearson
Prentice-Hall.
Gibson, J. L., Ivancevich, J. M., & Donnelly, J. H. (2009). Organizations: Behavior, Structure, Processes. New York:
McGraw Hill Education.

Published by Sciedu Press

68

ISSN 1927-6044

E-ISSN 1927-6052

http://ijhe.sciedupress.com

International Journal of Higher Education

Vol. 9, No. 3; 2020

Hakim, A. (2015). Effect of Organizational Culture, Organizational Commitment To Performance: Study In Hospital
of District South Konawe of Southeast Sulawesi. The International Journal of Engineering and Science (IJES),
4(5), 33-41.
Hersey, P., Blanchard, K. H., & Johnson, D. E. (2008). Management of Organizational Behavior: Leading human
resources. 9th ed. New Jersey: Pearson-Prentice Hall.
Hsu, S. (2014). Effects of Organization Culture, Organizational Learning and Its Strategy on Knowledge Management
and Performance. The Journal of International Management Studies, 9(1), 50-58.
Ivancevich, J. M., Kanopaske, R., & Matteson, M. T. (2014). Organizational Behavior and Management. 10th ed. New
York: McGraw-Hill.
Jogaratnam, G. (2017). How Organizational Culture Influences Market Orientation and Business Performance in The
Restaurant
Industry.
Journal
of
Hospitality
and
Tourism
Management,
31,
211-219.
https://doi.org/10.1016/j.jhtm.2017.03.002
Kahn, W. A. (1990). Psychological Conditions of Personal Engagement and Disengagement at Work. Academy of
Management Journal, 33, 692–724. https://doi.org/10.5465/256287
Kawiana, I.G.P., Dewi, L.K.C., Martini, L.K.B., & Suardana, I.B.R. (2018). The Influence of Organizational Culture,
Employee Satisfaction, Personality, and Organizational Commitment Towards Employee Performance.
International Research Journal of Management, IT & Social Sciences, 5(3), 35-45.
https://doi.org/10.21744/irjmis.v5i3.666
Kelepile, K. (2015). Impact of Organizational Culture on Productivity and Quality Management: A case study in
Diamond Operations Unit, DTC Botswana. International Journal of Research in Business Studies and
Management, 2(9), 35-45.
Kinicki, A., & Fugate, M. (2012). Organizational Behavior. 5th ed. New York: McGraw-Hill.
Kleysen, R. F., & Street, C.T. (2001). Toward a Multi-Dimensional Measure of Individual Innovative Behavior.
Journal of Intelectual Capital, 2(3), 284-296. https://doi.org/10.1108/EUM0000000005660
Langton, N., & Robbins, S.P. (2006). Fundamentals of Organizational Behavior. Canada: Pearson Education.
Luthans, F. (2011). Organizational Behavior. New York: McGraw Hill.
MacIntosh, E. W., & Doherty, A. (2010). The Influence of Organizational Culture on Job Satisfaction And Intention
To Leave. Sport Management Review, 13(2), 106-117. https://doi.org/10.1016/j.smr.2009.04.006
Mahdiyeh, M., Nakhaei, H., & Kebriaei, A. (2016). Impact of Organizational Culture on Productivity: A Study Among
Employees of Ministry of Youth and Sports, Iran. International Journal of Humanities and Cultural Studies, 3(3),
170-177.
Mawanza, W. (2017). The Effects of Stress on Employee Productivity: A Perspective of Zimbabwe’s Socio-Economic
Dynamics
of
2016.
Journal
of
Economics
and
Behavioral
Studies,
9(2),
22-32.
https://doi.org/10.22610/jebs.v9i2.1647
McShane, S. L., & von Glinow, M. A. (2015). Organizational Behavior Emerging Knowledge, Global Reality. New
York: McGraw-Hill.
Meng, J., & Berger, B.K. (2019). The Impact of Organizational Culture and Leadership Performance on Professionals’
Job Satis-faction: Testing The Joint Mediating Effects of Engagement and Trust. Public Relations Review, 45(1),
64-75. https://doi.org/10.1016/j.pubrev.2018.11.002
Meyer, J. P., & Allen, N. J. (1997). Commitment in the Workplace: Theory, Research, and Application. Thousand Oaks,
CA: Sage.
Mohanty, J., & Rath, B. P. (2012). Influence of Organizational Culture on Organizational Citizenship Behavior: A
Three-Sector Study. Global Journal of Business Research, 6(1), 65-76.
Newstrom, J. W. (2015). Organizational Behavior: Human Behavior at Work. 14th ed. New York: McGraw-Hill.
Pace, R. W., & Faules, D. F. (1993). Organizational Communication. New York: Prentice-Hall.
Rashid, Md. Z. A., Sambasivan, M., & Johari, J. (2003). The Influence of Corporate Culture and Organizational
Commitment
on
Performance.
Journal
of
Management
Development,
22(8),
708-728.
https://doi.org/10.1108/02621710310487873
Published by Sciedu Press

69

ISSN 1927-6044

E-ISSN 1927-6052

http://ijhe.sciedupress.com

International Journal of Higher Education

Vol. 9, No. 3; 2020

Robbins, S. P., & Coulter, M. (2016). Management. 13th ed. New York: Pearson Education Limited.
Robbins, S. P., & Judge, T. A. (2019). Organizational Behaviour. 18th ed. Harlow: Pearson Education Limited.
Sadeli, J. (2012). The Influence of Leadership, Talent Management, Organizational Culture and Organizational
Support on Employee Engagement. International Research Journal of Business Studies, 5(3), 1-21.
https://doi.org/10.21632/irjbs.5.3.30-50
Schein, E. H. (2017). Organization Culture and Leadership. 5th ed. San Fransisco: Jhon Wiley & Sons, Inc.
Shahzad, F., Xiu, G. Y., & Shahbaz, M. (2017). Organizational Culture and Innovation Performance in Pakistan's
Software Industry. Technology in Society, 51, 66-73. https://doi.org/10.1016/j.techsoc.2017.08.002
Shao, Z., Feng, Y., & Liu, L. (2012). The Mediating Effect of Organizational Culture and Knowledge Sharing on
Transformational Leadership and Enter-prise Resource Planning Systems Success: An Empirical Study in China.
Computers in Human Behavior, 28, 2400-2413. https://doi.org/10.1016/j.chb.2012.07.011
Silverthorne, C. (2004). The Impact of Organizational Culture and Person-organization Fit on Organizational
Commitment and Job Satisfaction in Taiwan. Leadership & Organization Development Journal, 25(7), 592-599.
https://doi.org/10.1108/01437730410561477
Sinha, S., Singh, A. Kr., Gupta, N., & Dutt, R. (2010). Impact of Work Culture on Motivation Level of Employees in
Selected Public Sector Companies in India. Delhi Business Review, 11(1), 43-54.
Spector, P. E. (1997). Job Satisfaction. California: SAGE Publishing.
Tsai, Y. (2011). Relationship Between Organizational Culture, Leadership Behavior, and Job Satisfaction. BMC
Health Services Research, 11(98), 1-9. https://doi.org/10.1186/1472-6963-11-98
Vahdatinia, H., Moghaddamb, J. T., & Jafari, M. S. (2014). The Impact of Organizational Culture on Organizational
Citizenship Behavior (Case study: Lorestan Mellat Bank). Asian Journal of Research in Social Sciences and
Humanities, 4(6), 312-321.
Veiseh, S., Mohammadi, E., Pirzadian, M., & Sharafi, V. (2014). The Relation Between Transformational Leadership
and Organizational Culture (Case study: Medical School of Ilam). Journal of Business Studies Quarterly, 5(3),
113-124.
Williams, E.S., Rondeau, K.V., & Francescutti, L.H. (2007). Impact of Culture on Commitment, Satisfaction, and
Extra-Role Behaviors among Canadian Emergency Rooms Physicians. Leadership in Health Services, 20(3),
147-158. https://doi.org/10.1108/17511870710764005
Yamali, F.R. (2018). Effect of compensation, competencies and organizational culture on organizational commitment
its implication on expert performance of construction services company in Jambi province. International Journal
of Advances in Management and Economics, 7(2), 29-42.

Published by Sciedu Press

70

ISSN 1927-6044

E-ISSN 1927-6052

