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Abstract: Organizational commitment (EOC) and employee loyalty are two critical 

constructs that contribute to organizational success. Understanding the intricate relationship 

between these factors is essential for organizations seeking to cultivate a loyal and committed 

workforce. This study delves into the mediating effect of EOC on employee loyalty, 

examining the mechanisms through which organizational culture fosters a loyal workforce. 

To investigate the mediating role of EOC, a sample of 300 employees from the Indonesian 

Port Corporation was surveyed. Path analysis, a statistical technique that assesses the strength 

and direction of relationships between multiple variables, was employed to test the study’s 

hypothesis. The findings revealed a strong association between organizational culture, EOC, 

and employee loyalty. Organizational culture dimensions, particularly teamwork, respect for 

individuals, stability, attention to detail, and outcome orientation, were positively related to 

EOC and employee loyalty. Furthermore, EOC was found to mediate the relationship 

between organizational culture and employee loyalty, indicating that EOC plays a crucial role 

in shaping employee loyalty within a supportive organizational culture context. These 

findings underscore the importance of fostering EOC to enhance employee loyalty and 

organizational success. Organizations seeking to cultivate a loyal workforce should create a 

supportive organizational culture that promotes teamwork, respect for individuals, stability, 

attention to detail, and outcome orientation. By nurturing these cultural traits, organizations 

can foster a strong sense of EOC among their employees, increasing employee loyalty, 

productivity, and organizational growth. 

Keywords: organizational commitment; loyalty; organizational culture; employee retention; 

Indonesia 

1. Introduction 

Research on organizational commitment conducted in diverse Asian national 

contexts has demonstrated that the conceptualization and antecedents of commitment 

vary across cultures. For instance, Ibrahim Alzamel et al. (2020) study of Malaysian 

nurses revealed that values emphasizing harmony, non-aggressiveness, and a 

relationship-based orientation were central to the Malaysian cultural ethos and 

predicted affective commitment (AC). Similarly, Ko et al. (2022) found that a warm 

and supportive organizational climate positively influenced affective commitment 

among Korean workers. Lee and Kim (2023) further asserted that loyalty and 

devotion are the defining characteristics of commitment for Korean workers. In 

contrast, Lee and Kim (2023) indicated that Korean subjects could not operationalize 

continuance commitment. These findings suggest that cultural values play a 
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significant role in shaping the understanding and expression of organizational 

commitment. 

Chung et al. (2023) cross-cultural study highlighted the contrasting influences 

of individualistic and collectivistic values on organizational commitment. Freedom 

was found to positively correlate with commitment for Western workers, reflecting 

the emphasis on personal autonomy and achievement in individualistic societies. 

Conversely, seniority is entirely related to commitment among Asian workers, 

reflecting the importance of respect for tradition and social hierarchy in collectivistic 

cultures. Potik’s (2023) psychoanalytical study on organizational commitment 

among Japanese employees demonstrated that the Japanese management system 

strongly promotes continuance commitment over affective commitment. Under this 

system, the high cost of job switching and the limited availability of alternative 

employment opportunities create a situation where employees remain with their 

current organizations without solid emotional attachment. These findings underscore 

the importance of considering cultural context when examining organizational 

commitment. The meaning and predictors of commitment are not universal but 

somewhat shaped by each culture’s unique values and practices. Cross-cultural 

studies on organizational commitment have remained attractive, reflected with 

flowering investigations in various countries, including Canada (Sokal et al., 2021), 

Spain (Rodríguez-Rad and Sánchez del Rio-Vázquez, 2023), Belgium (Van Doninck 

et al., 2022), Australia (Afshari, 2021), Portugal (Vieira et al., 2023), China (To and 

Huang, 2022), Vietnam (Tran, 2022) and Thailand (Boonsiritomachai and Sud-On, 

2021). In light of increasing globalization and the growing recognition of cultural 

influences on the workplace’s social, cognitive, and attitudinal aspects, expanding 

research on organizational commitment to other cultural contexts is essential (Rajiani 

and Kot, 2020). 

Indonesia’s public administration and practices differ significantly from the 

countries above, particularly regarding recruitment, promotion, work environment, 

and political expectations (Satispi et al., 2023). This divergence may lead to 

contrasting perspectives and motivations regarding their employment among 

employees in Indonesia. Furthermore, the cultural orientations of those countries 

exhibit marked dissimilarities. In light of these substantial differences, it is plausible 

that the factors influencing organizational commitment among Indonesian employees 

differ from those observed in the Asian and Western countries. 

The current Indonesian government, under President Joko Widodo, has placed 

significant emphasis on the development of a nationwide sea toll road network. This 

ambitious infrastructure project aims to connect the country’s vast archipelago, 

facilitating the efficient transportation of goods and people across the islands. The 

success of this initiative hinges heavily on the commitment of employees within the 

Indonesian Port Corporation (IPC). As key stakeholders in the maritime sector, IPC 

employees play a crucial role in ensuring the smooth operation and expansion of 

seaports. Their dedication to their work, coupled with a strong sense of loyalty to the 

organization and the government’s vision, is essential for the long-term sustainability 

of the sea toll road project. 

A supportive organizational culture that fosters employee commitment (EOC) is 

vital for achieving this goal. By fostering teamwork, respect for individuals, stability, 
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attention to detail, and outcome orientation, the IPC can cultivate a strong sense of 

belonging among its employees, encouraging them to go above and beyond in their 

duties. This commitment, in turn, translates directly into efficient port operations, 

improved logistics, and ultimately, the success of the sea toll road initiative. 

Therefore, understanding the link between organizational culture, EOC, and 

employee loyalty becomes crucial in the context of the sea toll road project. By 

investing in building a supportive and empowering workplace environment, the IPC 

can ensure that its employees are fully engaged and committed to contributing to this 

national development project. This will not only benefit the organization itself but 

also contribute to the overall economic growth and prosperity of Indonesia. 

Investing in the study of organizational commitment in Indonesia is crucial for 

several reasons. First, Indonesia is a rapidly developing country with a growing 

workforce and a burgeoning economy. Understanding the factors influencing 

organizational commitment among Indonesian employees can help organizations 

enhance employee engagement, reduce turnover, and improve organizational 

performance (Dewi et al., 2023). Second, Indonesia is a culturally diverse society 

with a rich history and traditions. Examining organizational commitment through a 

cultural lens can provide valuable insights into Indonesian employees’ unique 

motivations and needs. Third, Indonesia is a member of the Association of Southeast 

Asian Nations (ASEAN), a regional economic bloc with a growing emphasis on 

human capital development. Research on organizational commitment in Indonesia 

can contribute to developing effective human resource management practices across 

the ASEAN region. 

Assessing organizational commitment effectively requires evaluating an 

individual’s willingness to remain with the organization and contribute their best 

efforts over time. In this context, the Exit, Voice, Loyalty, and Neglect (EVLN) 

framework developed by Hirschman provides a valuable conceptual tool for 

understanding the relationship between organizational commitment and responses to 

workplace behaviour (Yüce-Selvi et al., 2023). Hirschman’s model, initially 

developed to explain consumer behavior, has gained widespread applicability across 

various disciplines (Bala, 2023). The EVLN theory posits four primary responses to 

dissatisfaction: exit (leaving the organization), voice (attempting to change the 

organization), neglect (ignoring the condition) and loyalty (passively accepting the 

situation) (Meriac et al., 2023). 

Given the pivotal role of employees’ organizational commitment (EOC) in 

organizational success, the present study provides practitioners valuable insights into 

enhancing EOC levels within their organizations. To achieve this objective, the study 

will expand upon the existing literature examining the contextual factors influencing 

EOC. Specifically, the study will delve into the association between cultural factors 

and the level of EOC among Indonesian employees working at the Indonesian Port 

Corporation (IPC), focusing on the dimension of loyalty out of the EVLN model. 

Drawing upon Chatman et al. (2022) Organizational Culture Profile (OCP) measure, 

the study will explore the relationship between EOC and the six dimensions of 

organizational culture: teamwork, respect for people, outcome orientation, 

innovation, stability, and attention to detail. 
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Organizational commitment has been defined in various ways, often 

emphasizing an employee’s identification with and attachment to the organization’s 

values and practices (Afshari, 2021; Boukamcha, 2022; Lee and Kim, 2023). Meyer 

and Allen’s three-dimensional model of organizational commitment, comprising 

affective, continuance, and normative commitment, has gained widespread 

recognition (Bahuguna et al., 2022). This study focuses on affective commitment, as 

continuance and normative commitment are considered beyond the direct influence 

of management (Cesinger et al., 2022). Valéau (2022) also suggests that normative 

commitment may be an extension of affective commitment, given their high 

correlation and lack of discriminating validity. Hirschman’s theory of Exit, Voice, 

Loyalty, and Neglect (EVLN) delineates four primary reaction alternatives. Within 

the context of the employment relationship, exit is defined as quitting the job or 

actively seeking alternative employment, voice as engaging in constructive attempts 

to improve working conditions, loyalty as passively waiting for improvement while 

maintaining support for the organization, and neglect as participating in behaviors 

such as lateness, absenteeism, and misuse of company time (Ali Akhmad et al., 

2020). Kim et al. (2022) categorized exit and voice as active responses, with exit as 

destructive and voice as constructive. Conversely, they characterized loyalty and 

neglect as passive responses, with loyalty being constructive and neglect being 

destructive. 

Zolduoarrati et al. (2022) delve into the influence of societal and cultural factors 

on exchange relationships. They argue that individualistic and collectivistic cultural 

orientations shape an individual’s propensity to adopt specific behavioral responses 

to perceived imbalances in the exchange relationship. Individualists prioritizing 

personal autonomy and independence are more likely to favour the active responses 

of exit and voice Hu et al. (2023). Exit, involving leaving the organization, appeals 

to individualists’ desire for control over their circumstances. Voice, entailing 

constructive attempts to improve conditions, aligns with individualists’ assertive 

nature and openness to change (McCarthy et al., 2020). 

In contrast, collectivists, who emphasize group harmony and social cohesion, 

tend to gravitate towards the passive responses of loyalty and neglect (Ali Akhmad 

et al., 2020). Loyalty, characterized by passively waiting for improvement while 

maintaining support for the organization, aligns with their value for social harmony 

and avoiding conflict. Neglect, manifesting as lax behavior and disregard for 

organizational rules, offers a subtle yet effective means of expressing dissatisfaction 

without directly challenging the organization or its members (Sania et al., 2023). 

Rajiani and Kot (2020) specifically highlight the cultural context of Indonesia, a 

collectivistic society. In such a context, where maintaining social hierarchy and 

avoiding conflict is paramount, Indonesian employees are likelier to exhibit passive 

exchange behaviours like neglect and loyalty. These behaviours reflect the 

Indonesian tolerance and conflict avoidance values, which promote maintaining 

harmony within relationships. 

In conclusion, the cultural context plays a significant role in shaping individuals’ 

behavioral responses to perceived imbalances in exchange relationships. 

Individualists and collectivists exhibit distinct behaviour patterns, with individualists 

favoring active responses and collectivists favoring passive responses. 
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Understanding these cultural nuances is crucial for organizations seeking to manage 

employee relationships and foster a positive work environment effectively. The 

intricate relationship between employee organizational commitment (EOC) and 

organizational culture is characterized by a complex interplay of factors influencing 

employee attitudes and behaviors (Naveed et al., 2022). A supportive organizational 

culture that fosters teamwork, respect for individuals, outcome orientation, 

innovation, stability, and attention to detail is pivotal in shaping employee EOC 

(Chatman et al., 2022). Teamwork, characterized by collaboration, mutual support, 

and shared goals, cultivates a sense of belonging and shared purpose among 

employees, fostering a sense of commitment to the organization’s success (Berraies 

and Chouiref, 2022). Respect for people, demonstrated through valuing individual 

contributions, providing support, and fostering a positive work environment, 

enhances employee loyalty and dedication to the organization (Pham et al., 2023). 

Outcome orientation, emphasizing clear expectations, providing resources, and 

recognizing achievements, instills employees’ sense of accomplishment and 

satisfaction, strengthening their commitment to the organization’s objectives (Pham 

et al., 2023). Innovation, encouraging creativity, problem-solving, and new ideas, 

empowers employees to contribute meaningfully, fostering a sense of ownership and 

engagement (Mustafa et al., 2022). Stability, providing a predictable and secure 

work environment, reduces stress and anxiety, and enhances employee EOC (Woo 

and Kang, 2021). Attention to detail, emphasizing quality and precision, sets high 

standards for performance, encouraging employees to take pride in their work and 

contributing to their commitment to the organization’s success (Hadlington, 2020). 

In essence, organizational culture, through its various dimensions, serves as a 

catalyst for employee EOC. By cultivating a culture that values teamwork, respect, 

outcomes, innovation, stability, and attention to detail, organizations can foster a 

loyal, engaged, and committed workforce, driving organizational success. 

While typically linked to higher EOC, innovation may not hold true in 

Indonesia’s paternalistic environment, where hierarchy and face-saving discourage 

risk-taking (Halim et al., 2022). Therefore, this dimension is excluded from the 

model. The preceding discourse culminates in the formulation of the subsequent 

theoretical framework: 

 

Figure 1. Research model, adopted from Chatman et al. (2022). 
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The intricate relationship between organizational culture, employee 

organizational commitment (EOC), and employee loyalty is characterized by a 

complex interplay of factors that influence employee attitudes and behaviors, as 

indicated by Figure 1. Through its various dimensions, organizational culture serves 

as a catalyst for employee EOC. A supportive organizational culture fostering 

teamwork, respect, outcomes, innovation, stability, and attention to detail cultivates 

employees’ sense of belonging, empowerment, and satisfaction, fostering a solid 

commitment to the organization’s success. EOC, in turn, mediates the relationship 

between organizational culture and employee loyalty. As employees become more 

committed to the organization, they are more likely to exhibit loyal behavior 

(Lavelle et al., 2022), such as prioritizing organizational interests, contributing to 

organizational well-being, promoting organizational reputation, and resisting 

external pressures (Suárez-Albanchez et al., 2022). This enhanced EOC strengthens 

the positive influence of organizational culture on employee loyalty, creating a 

virtuous cycle of mutual reinforcement. Therefore, organizations seeking to cultivate 

a loyal and committed workforce should create a supportive organizational culture 

that fosters teamwork, respect, outcomes, innovation, stability, and attention to detail. 

Organizations can drive organizational excellence through a loyal and dedicated 

workforce by nurturing a strong sense of EOC among their employees. 

Therefore, the following hypothesis is formulated regarding the correlation 

between organizational culture, the degree of EOC, and loyalty in Indonesian 

organizations: 

Hypothesis 1: Teamwork positively affects employees’ organizational commitment. 

Hypothesis 2: Respect for people positively affects employee’s organizational 

commitment. 

Hypothesis 3: Stability positively affects employees’ organizational commitment. 

Hypothesis 4: Attention to details positively affects employee’s organizational 

commitment. 

Hypothesis 5: Outcome orientation to details positively affects employees’ 

organizational commitment. 

Hypothesis 6: Employees’ organizational commitment mediates teamwork, respect 

for people, outcome orientation, innovation, stability, and attention to detail to 

loyalty. 

2. Materials and methods 

A survey was conducted from June to October 2023 among 300 non-randomly 

selected employees of the Indonesian Port Corporation in Surabaya. The sample size 

meets the SEM assumption’s minimum requirement of five times the number of 

variables (37 indicators) (Hair et al., 2020). To measure employee organizational 

commitment (EOC), a nine-item scale adapted from Baird and Harrison (2017) was 

used. Participants rated their agreement with each statement on a seven-point scale, 

with higher (lower) scores indicating a more significant (lower) level of EOC.  

The organizational culture was assessed utilizing the seven original dimensions 

of the Organisational Culture Profile (OCP) introduced by O’Reilly et al. (1991). 

The original edition continues to be utilized by numerous scholars, for example, 
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Wang et al. (2023), Badi (2023), and Park and Park (2022). Seventeen OCP items 

were chosen to represent the five first-order cultural dimensions of interest: 

teamwork, respect, outcomes, stability, and attention to detail. The instruments 

utilized for assessing loyalty are questionnaires that were created by Naus and 

Iterson (2007). Components of loyalty measurement include confidence in the 

organization’s decision-making process and problem-solving capabilities, assurance 

that the situation will be resolved amicably, an optimistic outlook on the future, and 

a positive outlook on the situation. 

To assess the reliability of the analyses, Cronbach’s alpha coefficients were 

calculated, exceeding the recommended minimum threshold of 0.60 (Bonett and 

Wright, 2014). Descriptive statistics characterized the participants’ understanding of 

the variables (Hair et al., 2020). Factor analysis was then implemented, retaining 

loadings above 0.50 within the model (Hair et al., 2020). A probability of 0.05 was 

used to assess the significance of direct and indirect effect pathways. 

Determining mediation involves assessing the statistical significance of 

coefficients derived using equations (Hayes, 2009). Mediation analysis has gained 

traction recently, with researchers typically employing implicit or explicit procedures 

(Rasoolimanesh et al., 2021). Implicit methods involve inferring the mediation effect 

using a single inferential test (Hayes, 2009). While criticized for being outdated 

(Bullock and Green, 2021), this model’s simplicity persists in social studies (Satispi 

et al., 2023; Zhou et al., 2022). Analyses using implicit methods cease when any 

path lacks statistical significance. Therefore, the model must incorporate teamwork, 

respect, outcomes, stability, and attention to detail in EOC. 

3. Results 

The analysis of the respondents’ demographic profiles revealed that the 

majority (70%) were male, 45% were aged 35 years or older, 70% had higher 

education, and 50% had held positions in the port administration for ten years. These 

findings suggest that the sample population predominantly consists of experienced 

individuals with a solid knowledge base and skill set. 

A substantial portion (40%) of the sample had been with their respective 

organizations for five years or more, indicating that the sample consists of 

individuals with significant expertise. Only a tiny percentage (1.66%) had worked 

for less than five years, suggesting that the sample is not primarily composed of 

recent graduates. The demographic profiles of the respondents provide valuable 

insights into the characteristics of the sample population. This data can be used to 

assess the generalizability of the study findings to the broader Indonesian port 

administration community. Table 1 exhibits the mean of every variable. 

Table 1. Variable means. 

Items Mean Std. Deviation 

tolerance 3.823 1.929 

socially responsible 4.496 1.794 

team-oriented 3.696 1.789 

collaboration 4.956 1.841 
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Table 1. (Continued). 

Items Mean Std. Deviation 

Teamwork overall average 4.242 1.838 

fairness  5.376 1.428 

respect individual rights 5.709 1.385 

people-oriented 6.380 1.202 

Respect for people’s overall average   5.821 1.338 

security of employment 4.623 1.488 

stability 5.253 1.803 

predictability 6.596 0.797 

Stability overall average  5.490 1.645 

being careful 6.486 0.863 

paying attention to detail 5.250 1.503 

being precise 6.350 1.063 

Attention to details overall average 6.028 1.283 

Being precise 6.350 1.063 

Being competitive 5.083 1.874 

Achievement oriented 5.806 1.571 

High-performance expectation  5.203 1.953 

Results-oriented 5.639 1.561 

Outcome orientation overall average  5.616 1.604 

Proud to tell people who I work for 4.753 1.802 

Feeling like leaving this employment 5.869 1.460 

Not willing to help organization 4.913 2.076 

Reluctant to change to another employer 5.073 1.668 

Feeling part of the organization 4.860 1.891 

Applying some effort to the organization 4.893 2.096 

Refusing to leave job because of a better   offer 5.203 1.767 

Not to advise a close friend to join my organization 4.920 1.791 

Determined to make a contribution 5.236 1.805 

EOC overall average 5.080 1.817 

Trusting the decision-making process 4.930 1.846 

Trusting the organization 5.483 1.816 

Remaining confident 5.870 1.397 

Happy ending    5.566 1.583 

Hoping for improvement 5.564 1.582 

Loyalty overall average 5.482 1.644 

Teamwork within the organization revealed moderate employee perceptions 

(overall mean score = 4.242), with collaboration (mean score = 4.956) and social 

responsibility (mean score = 4.496) being valued more highly than tolerance (mean 

score = 3.823) and team orientation (mean score = 3.696). The standard deviations 

for the items ranged between 1.789 and 1.929, suggesting a relatively low level of 
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response variability. Respect for people within the organization revealed moderate 

employee perceptions (overall mean score = 5.821), with people orientation (mean 

score = 6.380) being valued more highly than fairness (mean score = 5.376) and 

respect for individual rights (mean score = 5.709). The standard deviations for the 

items ranged from 1.202 to 1.428, suggesting a moderate level of response 

variability. 

An assessment of perceived employment security within the organization 

revealed moderate employee confidence (overall mean score = 5.490), with 

predictability (mean score = 6.596) being valued more highly than security of 

employment (mean score = 4.623) and stability (mean score = 5.253). The standard 

deviations for the items ranged from 0.797 to 1.803, suggesting a moderate level of 

response variability. Attention to detail within the organization revealed high 

employee commitment to accuracy and thoroughness (overall mean score = 6.028), 

with being careful (mean score = 6.486) and being precise (mean score = 6.350) 

being valued more highly than paying attention to detail (mean score = 5.250). The 

standard deviations for the items ranged from 0.863 to 1.503, suggesting a moderate 

level of response variability. Outcome orientation within the organization revealed a 

moderate perception of focus on achieving results (overall mean score = 5.616), with 

precision (mean score = 6.350) valued more highly than other aspects of outcome 

orientation. The standard deviations for the items ranged from 1.603 to 1.953, 

suggesting a relatively low level of response variability. 

Organizational culture, defined as a system of shared values and norms that 

define appropriate attitudes and behaviors for organizational members, was assessed 

using nine items. The mean scores for the items were 4.753 (proud to tell people who 

I work for), 5.869 (feeling like leaving this employment), 4.913 (not willing to help 

the organization), 5.073 (reluctant to change to another employer), 4.860 (feeling 

part of the organization), 4.893 (applying some effort for the organization), 5.203 

(refusing to leave the job because of a better offer), 4.920 (not to advise a close 

friend to join my organization), 5.236 (determined to make a contribution). EOC’s 

overall average is 5.080. The standard deviations for the items ranged from 1.460 to 

2.096, indicating a moderate level of response variability. 

Loyalty, defined as the faithfulness and allegiance of employees to their 

organization, was assessed using five items: trusting the decision-making process, 

trusting the organization, remaining confident, having a happy ending, and hoping 

for improvement. The mean scores for the items were 4.930, 5.483, 5.870, 5.566, and 

5.564, respectively. The overall mean for loyalty was 5.482. The standard deviations 

for the items ranged from 1.397 to 1.846, indicating a moderate level of response 

variability. The scores suggest a moderate level of loyalty among employees within 

the organization. 

There is no universally applicable threshold for an “acceptable” standard 

deviation score, as what is considered acceptable may vary depending on the specific 

field of study, the nature of the data, and the research objectives. In social studies, it 

is expected to observe standard deviations ranging from low to high. Increasing the 

sample size is recommended to reduce this disparity and enhance the precision of the 

findings (Thoemmes and Kim, 2011).  

The operationalization and validation of the study’s instrument are presented in 
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Table 2. The instrument’s validity was assessed using Principal Component 

Analysis (PCA), which revealed that all factor loadings exceeded the recommended 

0.50 threshold value (Hair et al., 2020). This indicates that the items on the 

instrument accurately measure the intended constructs, supporting the validity of the 

measurement approach. Furthermore, the instrument’s reliability was evaluated using 

Cronbach’s alpha coefficient for each observed variable, with all values exceeding 

the established thresholds. This demonstrates the instrument’s high internal 

consistency and reliability, implying that the items within each construct are highly 

correlated and consistently measure the same underlying concept, further reinforcing 

the instrument’s overall reliability. 

Table 2. Validity and reliability measurement. 

Construct  Items Factors Loading Cronbach Alpha 

Teamwork  

1. My organization demonstrates a high level of tolerance for diverse 
viewpoints and opinions.  
2. My organization is committed to facilitating the success of its personnel. 
3. My organization exhibits a robust sense of camaraderie among its 
personnel, fostering a collective identity as a cohesive team. 
4. My organization promotes collaboration among employees to attain 
organizational objectives effectively. 

0.720 
 
0.722 
 
0.744 
 
0.690 

0.804 
 
0.806 
 
0.805 
 
0.802 

Respect for 
people 

1. My organization has established clear policies and procedures to ensure 
fairness and to resolve any issues or complaints. 
2. My organization is dedicated to maintaining and protecting employees’ 
rights. 

3. My company makes an effort to understand and meet the needs of its 
employees from various backgrounds. 

0.693 
 
0.747 
 

0.770 
 

0.802 
 
0.804 
 

0.804 
 

Stability 

1. I am confident in my job security with this organization, even during 
economic instability.  
2. My company is a steady and dependable employer.  
3. I am aware of the performance goals and evaluation standards in my 
organization.   

0.774 
 
0.784 
 
0.778 

0.802 
 
0.812 
 
0.812 

Attention to 
details 

1. When I am confused, I seek clarification from my supervisor or 
colleagues. 
2. I identify and disclose any flaws or discrepancies in my or others’ work. 
3. I carefully follow directions and rules to ensure that my work meets 
expectations. 

0.768 
 
0.772 
0.662 

0.808 
 
0.808 
0.807 

Outcome 
orientation 

1. Employees are encouraged to double-check their work and seek feedback 
to improve precision. 

2. Employees are encouraged to benchmark their performance against 
industry standards and competitors. 
3. Employees are updated on the progress of achieving organizational goals. 
4. Employees are provided the training and resources needed to achieve high 
performance standards. 
5. Employees are rewarded for their contributions to achieving results. 

 
0.749 

 
0.782 
 
0.788 
0.786 
0.769 

 
0.809 

 
0.813 
 
0.815 
0.817 
0.807 

EOC 

1. I am proud to be able to tell people who it is I work for. 
2. I sometimes leave this employment for good. 
3. I am not willing to help the organization. 
4. Even if my organization were not doing well financially, I would be 

reluctant to change to another employer. 
5. I feel that I am a part of the organization. 
6. In my work, I am applying some effort not just for myself but for the 
organization as well. 
7. The offer of a slight increase in remuneration by another employer would 
not seriously make me think of changing my job. 
8. I would not advise a close friend to join my organization. 
9. I am determined to contribute for the good of my organization. 

0.691 
0.589 
0.709 
 

0.671 
0.593 
 
0.702 
 
0.722 
0.736 
0.519 

0.805 
0.801 
0.805 
 

0.803 
0.808 
 
0.807 
 
0.804 
0.803 
0.807 
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Table 2. (Continued). 

Construct  Items Factors Loading Cronbach Alpha 

Loyalty 

1. I trust the decision-making process of the organization without my 
interference. 
2. My organization can solve any organizational problems. 
3. I remain confident that the situation will be taken care 
4. In the end, everything will work out fine. 

5. I hope to wait for better times. 

0.749 
0.782 
0.788 
0.786 
0.769 

0.802 
0.800 
0.798 
0.810 
0.808 

The instrument’s ability to meet the requirements of validity and reliability 

indicates that it effectively measures the intended components. The condensed 

outcome of the path analysis is presented in Table 3. 

Table 3. Summary of path relationship among construct. 

Constructs Estimate t-test Sig. Conclusion 

Teamwork → EOC 0.297 3.472 0.001 Significant 

Respect for people → EOC 0.296 4.964 0.000 Significant 

Stability → EOC 0.153 2.607 0.004 Significant 

Attention to details → EOC 0.142 2.582 0.005 Significant 

Outcome orientation → EOC 0.236 3.067 0.001 Significant 

EOC → Loyalty 0.730 18.445 0.000 Significant 

R = 0.785, R2 = 0.617 

The obtained t-test values of 3.472 and 4.964, accompanied by highly 

significant significance levels of 0.001 and 0.000, respectively, substantiate the 

research hypotheses. The first hypothesis, positing a positive correlation between 

teamwork and organizational commitment among port administration employees, 

receives empirical validation. Similarly, the second hypothesis, proposing a positive 

association between respect for people and organizational commitment, is strongly 

supported by the statistical evidence. 

The reported t-test value of 2.607, coupled with a significance level of 0.004, 

robustly supports the third hypothesis. This hypothesis asserts a positive link 

between perceived employment security and the organizational commitment of port 

administration employees, a connection strongly substantiated by the statistical 

findings. The recorded t-test value of 2.582, aligning with a significance level of 

0.005, strongly supports the fourth hypothesis. This hypothesis posits a positive 

connection between attention to detail and the organizational commitment of port 

administration employees, a relationship firmly backed by statistical evidence. The t-

test value of 3.067, complemented by a significance level of 0.001, bolsters the fifth 

hypothesis unequivocally. This hypothesis proposes a positive relationship between 

outcome orientation and the organizational commitment of port administration 

employees, a linkage strongly upheld by the statistical findings. 

The analysis affirms the sixth hypothesis, establishing that organizational 

commitment (EOC) significantly mediates the relationship between teamwork, 

respect, outcomes, stability, attention to detail, and employee loyalty. The notable t-

test value of 18.445, coupled with a p-value of 0.000, underlines the crucial role of 

EOC in explaining the positive influence of these factors on employee dedication 
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and retention. It is evident that EOC directly correlates with loyalty (estimate = 

0.730) and acts as a pivotal mechanism through which teamwork, respect, outcomes, 

stability, and attention to detail positively impact employee loyalty. 

4. Discussion 

The findings that organizational culture, EOC, and employee loyalty are 

strongly linked are consistent with the collectivist values prevalent in Indonesian 

society. This finding aligns with previous studies conducted in other Asian 

collectivist countries (Lee and Kim, 2023); Chung et al., 2023; Tran, 2022; and 

Boonsiritomachai and Sud-On, 2021). Collectivism emphasizes group harmony, 

interdependence, and mutual respect, making organizational culture a crucial factor 

in fostering employee commitment and dedication, contributing to employee loyalty 

(Pham et al., 2023). 

Several aspects of organizational culture align with collectivist values and 

contribute to employee loyalty in the Indonesian context. Teamwork: Collectivist 

cultures emphasize collaboration and cooperation, making teamwork a highly valued 

aspect of organizational culture. In Indonesia, teamwork fosters a sense of belonging 

and shared purpose, enhancing employee commitment and loyalty. Respect for 

people: Respect for others is a core tenet of collectivist cultures. In Indonesian 

workplaces, treating colleagues fosters a positive and supportive work environment, 

increasing employee satisfaction and loyalty. Stability: Collectivist cultures value 

stability and predictability. In Indonesia, a stable organizational culture provides 

employees with a sense of security and belonging, which contributes to their 

commitment and loyalty to the organization. Attention to detail: Attention to detail 

reflects a commitment to excellence and quality, valued aspects of collectivist 

cultures. In Indonesian workplaces, attention to detail demonstrates the 

organization’s care for its employees and its dedication to providing high-quality 

products or services, fostering employee pride and loyalty. Outcome orientation: 

Collectivist cultures emphasize collective achievement and shared success. In 

Indonesia, an outcome orientation motivates employees to contribute to the 

organization’s goals, fostering a sense of belonging and commitment and enhancing 

employee loyalty. 

Furthermore, the finding that EOC mediates the relationship between 

organizational culture and employee loyalty highlights the importance of EOC as a 

critical mechanism through which a supportive organizational culture promotes 

employee retention and dedication. Collectivist values emphasize strong social ties 

and group loyalty, making EOC a crucial factor in fostering employee attachment to 

the organization. Therefore, the findings that organizational culture, EOC, and 

employee loyalty are strongly linked are aligned with the collectivist values and 

cultural norms that shape workplace dynamics in Indonesia. By fostering a 

supportive organizational culture that aligns with collectivist values, organizations 

can effectively enhance employee engagement, dedication, and overall 

organizational loyalty. 

The observation that organizational commitment is most strongly influenced by 

cooperation and respect for individuals is consistent with the collectivist cultural 
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norms prominent in Indonesian society (Rajiani and Kot, 2020). Collectivism 

significantly emphasizes promoting group cohesion, interdependence, and mutual 

respect. Consequently, it recognizes the pivotal role of collaboration and respect for 

individuals in cultivating employee engagement and dedication. Prior research has 

also indicated the significance of teamwork and the value placed on individuals in 

bolstering organizational commitment within collectivist societies. An investigation 

by Ibrahim Alzamel et al. (2020) showed a positive association between 

collaboration, respect for individuals, and organizational commitment among 

employees in Malaysia. A study by To and Huang (2022) showed that Chinese 

employees’ organizational commitment was significantly influenced by 

collaboration and respect for individuals. Within the Indonesian setting, the 

significance placed on collaboration and reverence for individuals is further 

strengthened by the “gotong royong,” an indigenous custom characterized by 

reciprocal assistance and cooperation within local communities. The cultural value 

emphasized here is the significance of collaboration and the respectful treatment of 

others, which fosters a sense of inclusion and dedication within organizational 

contexts. Hence, the discovery that cooperation and respect for individuals exert the 

most substantial impact on organizational commitment in Indonesia aligns with the 

collectivist beliefs and cultural norms that determine the dynamics of the workplace 

in the nation. Organizations can effectively boost employee engagement, dedication, 

and overall organizational commitment by cultivating a culture that promotes 

teamwork and respect. 

In collectivist societies like Indonesia, employee loyalty is strongly influenced 

by organizational culture. Cultivating a supportive culture that aligns with 

collectivist values, such as teamwork, respect for individuals, stability, attention to 

detail, and outcome orientation, can foster employee organizational commitment 

(EOC), leading to increased loyalty and growth. Teamwork fosters belonging and 

shared purpose, while respect for individuals promotes trust and rapport. Stability 

provides security and belonging, attention to detail reflects organizational care and 

outcome orientation motivates collective achievement. These cultural traits nurture 

EOC, which in turn enhances employee loyalty. Organizations should prioritize 

creating a supportive organizational culture that aligns with collectivist values to 

foster employee dedication, commitment, and loyalty, ultimately leading to increased 

productivity and organizational success. 

5. Conclusion and recommendations 

Employee loyalty is significantly impacted by organizational culture in 

collectivist societies such as Indonesia. Employee organizational commitment (EOC) 

can be effectively nurtured, and organizational growth can be achieved by 

establishing a supportive culture consistent with collectivist values, including but not 

limited to teamwork, regard for individuals, stability, attention to detail, and outcome 

orientation. Respect for individuals cultivates trust and rapport, whereas teamwork 

nurtures ownership and a sense of common goal. Focusing on outcomes inspires 

collective accomplishment, while stability fosters a sense of security and belonging 

through meticulous attention to detail. Because of this, employee loyalty is 
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strengthened. These cultural characteristics foster EOC. Businesses must adhere to 

establishing a nurturing institution culture consistent with collectivist principles. 

Nevertheless, cultural subtleties and individual differences within the 

collectivist society of Indonesia may have needed to be considered in this study, 

thereby limiting its applicability to a broader context. Further investigation is 

warranted to examine how the collectivist culture and diverse individual values 

intersect. Additionally, organizational cultures should be forced to adjust to 

accommodate the various interpretations of collectivist values, fostering a more 

effective and inclusive work environment. 

Author contributions: Conceptualization, IR and GW; methodology, IR, GW and 

NNM; software, GW and NNM; validation, IR, NNM and GW; formal analysis, 

NNM and IR; investigation, GW; resources, GW and NNM; data curation, IR and 

NNM; writing—original draft preparation, IR; writing—review and editing, NNM 

and GW; visualization, GW and NNM; supervision, IR; project administration NNM. 

All authors have read and agreed to the published version of the manuscript. 

Conflict of interest: The authors declare no conflict of interest. 

References 

Afshari, L. (2021). Identification through meaning-making: identity enactment towards organizational commitment. Human 

Resource Development International, 26(1), 7–28. https://doi.org/10.1080/13678868.2021.1996171 

Afshari, L. (2021). Identification through meaning-making: identity enactment towards organizational commitment. Human 

Resource Development International, 26(1), 7–28. https://doi.org/10.1080/13678868.2021.1996171 

Ali Akhmad, B., Suryadi, B., & Rajiani, I. (2020). Communicating the dissatisfaction in workplace among public sector 

employees: loyalty and neglect as an alternative model of responses. Polish Journal of Management Studies, 21(1), 9–21. 

https://doi.org/10.17512/pjms.2020.21.1.01 

Badi, S. (2023). Relationship between organizational culture and collective coping strategies in project teams: an exploratory 

quantitative study in the UAE construction industry. International Journal of Productivity and Performance Management. 

https://doi.org/10.1108/ijppm-12-2021-0685 

Bahuguna, P., Bangwal, D., & Kumar, R. (2022). Talent Management and Its Impact on Organizational Commitment: An 

Empirical Investigation of Indian Hospitality Industry. FIIB Business Review, 12(2), 176–192. 

https://doi.org/10.1177/23197145221101436 

Baird, K. M., & Harrison, G. L. (2017). The association between organizational culture and the use of management initiatives in 

the public sector. Financial Accountability & Management, 33(3), 311–329. https://doi.org/10.1111/faam.12125 

Bala, C. (2023). Albert O. Hirschman: Pioneer of an Action-Oriented Consumption Theory. Headstrong and Unorthodox Pioneers 

for a Critical Theory of Consumption, 83–107. https://doi.org/10.1007/978-3-658-42050-5_4 

Berraies, S., & Chouiref, A. (2022). Exploring the effect of team climate on knowledge management in teams through teamwork 

engagement: evidence from knowledge-intensive firms. Journal of Knowledge Management, 27(3), 842–869. 

https://doi.org/10.1108/jkm-09-2021-0720 

Bonett, D. G., & Wright, T. A. (2014). Cronbach’s alpha reliability: Interval estimation, hypothesis testing, and sample size 

planning. Journal of Organizational Behavior, 36(1), 3–15. https://doi.org/10.1002/job.1960 

Boonsiritomachai, W., & Sud-On, P. (2021). The moderation effect of work engagement on entrepreneurial attitude and 

organizational commitment: evidence from Thailand’s entry-level employees during the COVID-19 pandemic. Asia-Pacific 

Journal of Business Administration, 14(1), 50–71. https://doi.org/10.1108/apjba-03-2021-0101 

Boukamcha, F. (2022). A comparative study of organizational commitment process in the private and public sectors. International 

Journal of Organizational Analysis, 31(5), 1987–2013. https://doi.org/10.1108/ijoa-07-2021-2866 



Journal of Infrastructure, Policy and Development 2024, 8(4), 3267.  

15 

Bullock, J. G., & Green, D. P. (2021). The Failings of Conventional Mediation Analysis and a Design-Based Alternative. 

Advances in Methods and Practices in Psychological Science, 4(4), 251524592110472. 

https://doi.org/10.1177/25152459211047227 

Cesinger, B., Gundolf, K., Hughes, M., Khedhaouria, A., & Montani, F. (2022). The bright and dark sides of the Dark Triad traits 

among senior managers: effects on organizational commitment. Review of Managerial Science, 17(5), 1731–1763. 

https://doi.org/10.1007/s11846-022-00571-3 

Chatman, J., Marchetti, A., Carroll, G. R., et al. (2022). New Frontiers of Organizational Culture Research: Expanding and 

Integrating Methodological Approaches. Academy of Management Proceedings, 2022(1). 

https://doi.org/10.5465/ambpp.2022.12749symposium 

Chung, K., Park, J. S., & Han, S. (2023). Effects of workplace relationships among organizational members on organizational 

identification and affective commitment: nuanced differences resulting from supervisor vs. colleague relationship. Current 

Psychology. https://doi.org/10.1007/s12144-023-05314-5 

Dewi, I. G. A. M., Rajiani, I., Riana, I. G., Puspitawati, N. M. D., Muafi, M., & Rihayana, I. G. (2023). Women’s Risk-Taking 

Behaviour during COVID-19 Pandemic: Will Work–Family Enrichment and Work Satisfaction Prevent Turnover Intention? 

Administrative Sciences, 13(3), 67. https://doi.org/10.3390/admsci13030067 

Hadlington, L. (2020). The “Human Factor” in Cybersecurity. Research Anthology on Artificial Intelligence Applications in 

Security, 1960–1977. https://doi.org/10.4018/978-1-7998-7705-9.ch087 

Hair, J. F., Howard, M. C., & Nitzl, C. (2020). Assessing measurement model quality in PLS-SEM using confirmatory composite 

analysis. Journal of Business Research, 109, 101–110. https://doi.org/10.1016/j.jbusres.2019.11.069 

Halim, L., Ramli, M., & Mohamad Nasri, N. (2022). The cultural dimensions of inquiry-based practices: towards a comprehensive 

understanding. Asia Pacific Journal of Education, 1–15. https://doi.org/10.1080/02188791.2022.2106941 

Hayes, A. F. (2009). Beyond Baron and Kenny: Statistical Mediation Analysis in the New Millennium. Communication 

Monographs, 76(4), 408–420. https://doi.org/10.1080/03637750903310360 

Hu, L., Chen, C., Zhu, J., Zhang, Y., Chen, Y., & Jia, Y. (2023). Relationship Between Psychological Contract Violation and 

Physicians’ Destructive and Constructive Behaviors in Tertiary Public Hospitals: An Empirical Evidence in Beijing. Journal 

of Multidisciplinary Healthcare, Volume 16, 997–1010. https://doi.org/10.2147/jmdh.s397501 

Ibrahim Alzamel, L. G., Abdullah, K. L., Chong, M. C., & Chua, Y. P. (2020). The quality of work life and turnover intentions 

among Malaysian nurses: the mediating role of organizational commitment. Journal of the Egyptian Public Health 

Association, 95(1). https://doi.org/10.1186/s42506-020-00048-9 

Kim, Y. J., Lam, C. F., Oh, J. K., & Sohn, W. (2022). Employee Constructive Voice: An Integrative Review and a Dyadic 

Approach. Journal of Management, 49(1), 430–473. https://doi.org/10.1177/01492063221108654 

Ko, S. H., Ryu, I. A., & Choi, Y. (2022). The Relationship between Compassion Experienced by Social Workers and Job 

Performance: The Double Mediating Effect of Positive Psychological Capital and Affective Commitment. The Open 

Psychology Journal, 15(1). https://doi.org/10.2174/18743501-v15-e2204140 

Lavelle, J. J., Rupp, D. E., Herda, D. N., & Lee, J. (2022). Customer injustice and service employees’ customer‐oriented 

citizenship behavior: A social exchange perspective. Journal of Organizational Behavior, 44(3), 421–440. 

https://doi.org/10.1002/job.2679 

Lee, M., & Kim, B. (2023). Effect of Employee Experience on Organizational Commitment: Case of South Korea. Behavioral 

Sciences, 13(7), 521. https://doi.org/10.3390/bs13070521 

McCarthy, I. P., Hannah, D., Pitt, L. F., & McCarthy, J. M. (2020). Confronting indifference toward truth: Dealing with 

workplace bullshit. Business Horizons, 63(3), 253–263. https://doi.org/10.1016/j.bushor.2020.01.001 

Meriac, J. P., Rasmussen, K. E., & Pang, J. (2023). Work ethic and grit: Explaining responses to dissatisfaction at work. 

Personality and Individual Differences, 203, 112037. https://doi.org/10.1016/j.paid.2022.112037 

Mustafa, M. J., Hughes, M., & Ramos, H. M. (2022). Middle-managers’ innovative behavior: the roles of psychological 

empowerment and personal initiative. The International Journal of Human Resource Management, 34(18), 3464–3490. 

https://doi.org/10.1080/09585192.2022.2126946 

Naveed, R. T., Alhaidan, H., Halbusi, H. A., & Al-Swidi, A. K. (2022). Do organizations really evolve? The critical link between 

organizational culture and organizational innovation toward organizational effectiveness: Pivotal role of organizational 

resistance. Journal of Innovation & Knowledge, 7(2), 100178. https://doi.org/10.1016/j.jik.2022.100178 



Journal of Infrastructure, Policy and Development 2024, 8(4), 3267.  

16 

O’Reilly, C. A., Chatman, J., & Caldwell, D. F. (1991). People and organizational culture: a profile comparison approach to 

assessing person-organization fit. Academy of Management Journal, 34(3), 487–516. https://doi.org/10.5465/256404 

Park, J. G., Zhu, W., Kwon, B., & Bang, H. (2023). Ethical leadership and follower unethical pro-organizational behavior: 

examining the dual influence mechanisms of affective and continuance commitments. The International Journal of Human 

Resource Management, 1–31. https://doi.org/10.1080/09585192.2023.2191209 

Park, S., & Park, S. (2022). Generational differences in work values in the Korean Government sector. European Journal of 

Training and Development. https://doi.org/10.1108/ejtd-05-2022-0057 

Pham, N. T., Jabbour, C. J. C., Pereira, V., Usman, M., Ali, M., & Vo‐Thanh, T. (2023). Common good human resource 

management, ethical employee behaviors, and organizational citizenship behaviors toward the individual. Human Resource 

Management Journal, 33(4), 977–1000. https://doi.org/10.1111/1748-8583.12493 

Potik, D. (2023). Existential issues in the fictional writing of Haruki Murakami. International Journal of Applied Psychoanalytic 

Studies. https://doi.org/10.1002/aps.1844 

Rajiani, I., & Kot, S. (2020). Javanese Indonesia: Human Resource Management Issues in a Uniquely Collectivist Culture. 

Cultural Management: Science and Education, 4(2), 9–21. https://doi.org/10.30819/cmse.4-2.01 

Rasoolimanesh, S. M., Wang, M., Roldán, J. L., & Kunasekaran, P. (2021). Are we in right path for mediation analysis? 

Reviewing the literature and proposing robust guidelines. Journal of Hospitality and Tourism Management, 48, 395–405. 

https://doi.org/10.1016/j.jhtm.2021.07.013 

Rodríguez-Rad, C., & Sánchez del Rio-Vázquez, M. E. (2023). The relevance of participation Behavior, organizational 

Commitment, and attitudinal loyalty to the management of professional associations. Journal of Business Research, 154, 

113324. https://doi.org/10.1016/j.jbusres.2022.113324 

Samson, D., & Swink, M. (2022). People, performance and transition: A case study of psychological contract and stakeholder 

orientation in the Toyota Australia plant closure. Journal of Operations Management, 69(1), 67–101. 

https://doi.org/10.1002/joom.1218 

Sania Usmani, & T. Ramayah. (2023). Employee Silence: Commitment to Status Quo among Liberals and Conservatives with 

High Social Dominance. Asian Academy of Management Journal, 28(1). https://doi.org/10.21315/aamj2023.28.1.15 

Satispi, E., Rajiani, I., Murod, M., & Andriansyah, A. (2023). Human Resources Information System (HRIS) to Enhance Civil 

Servants’ Innovation Outcomes: Compulsory or Complimentary? Administrative Sciences, 13(2), 32. 

https://doi.org/10.3390/admsci13020032 

Sokal, L., Trudel, L. E., & Babb, J. (2021). I’ve had it! Factors associated with burnout and low organizational commitment in 

Canadian teachers during the second wave of the COVID-19 pandemic. International Journal of Educational Research Open, 

2, 100023. https://doi.org/10.1016/j.ijedro.2020.100023 

Suárez-Albanchez, J., Jimenez-Estevez, P., Blazquez-Resino, J. J., & Gutierrez-Broncano, S. (2022). Team Autonomy and 

Organizational Support, Well-Being, and Work Engagement in the Spain Computer Consultancy Industry: The Mediating 

Effect of Emotional Intelligence. Administrative Sciences, 12(3), 85. https://doi.org/10.3390/admsci12030085 

Thoemmes, F. J., & Kim, E. S. (2011). A Systematic Review of Propensity Score Methods in the Social Sciences. Multivariate 

Behavioral Research, 46(1), 90–118. https://doi.org/10.1080/00273171.2011.540475 

To, W. M., & Huang, G. (2022). Effects of equity, perceived organizational support and job satisfaction on organizational 

commitment in Macao’s gaming industry. Management Decision, 60(9), 2433–2454. https://doi.org/10.1108/md-11-2021-

1447 

Tran, Q. H. N. (2022). Exploring relationships among work–family interfaces, organizational commitment, organizational justice 

and occupational stress in Vietnamese state organizations. Industrial and Commercial Training, 55(2), 157–171. 

https://doi.org/10.1108/ict-01-2022-0006 

Valéau, P. (2022). Commitment-based persistence in the face of venture decline: towards a renewed approach to small business 

orientation. Entrepreneurship & Regional Development, 35(3–4), 366–381. https://doi.org/10.1080/08985626.2022.2152107 

Van Doninck, D., Pieters, D., Wynen, J., Kleizen, B., Verlinden, S., & Verhoest, K. (2022). Can We Mitigate Covid-19 Related 

Work Strain Among Civil Servants? Examining the Role of Organizational Commitment, Job Autonomy and Workplace 

Social Support. Public Performance & Management Review, 46(1), 113–139. 

https://doi.org/10.1080/15309576.2022.2123836 



Journal of Infrastructure, Policy and Development 2024, 8(4), 3267.  

17 

Vieira, J. A. C., Silva, F. J. F., Teixeira, J. C. A., Menezes, A. J. V. F. G., & de Azevedo, S. N. B. (2023). Climbing the ladders of 

job satisfaction and employee organizational commitment: cross-country evidence using a semi-nonparametric approach. 

Journal of Applied Economics, 26(1). https://doi.org/10.1080/15140326.2022.2163581 

Wang, B., Andrews, W., & de Vries, R. E. (2023). HOT and Attractive? The Hazardous Organization Tool as an Instrument to 

Avoid Attracting and Retaining People with Low Ethical Standards. Journal of Business and Psychology, 38(6), 1185–1210. 

https://doi.org/10.1007/s10869-023-09900-z 

Woo, E. J., & Kang, E. (2021). Employee Environmental Capability and Its Relationship with Corporate Culture. Sustainability, 

13(16), 8684. https://doi.org/10.3390/su13168684 

Yüce-Selvi, M., Sümer, N., Toker-Gültaş, Y., Låstad, L., & Sverke, M. (2023). Behavioral Reactions to Job Insecurity Climate 

Perceptions: Exit, Voice, Loyalty, and Neglect. International Journal of Environmental Research and Public Health, 20(9), 

5732. https://doi.org/10.3390/ijerph20095732 

Zhou, L., Liu, Y., Xue, T., & Zhang, X. (2022). Innovation-oriented HRM, TMT reflexivity and organizational change in China: 

the moderated mediation effect of CEO leader mindfulness. Asia Pacific Business Review, 29(1), 227–247. 

https://doi.org/10.1080/13602381.2022.2139058 

Zolduoarrati, E., Licorish, S. A., & Stanger, N. (2022). Impact of individualism and collectivism cultural profiles on the behaviour 

of software developers: A study of stack overflow. Journal of Systems and Software, 192, 111427. 

https://doi.org/10.1016/j.jss.2022.111427 


