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1.1. Research Background  

 

 

Organisational identity refers to the unique characteristics, values, and beliefs 
that define an organisation and distinguish it from other organisations in the 
same industry (Albert & Whetten, 1985). This concept has gained significant 
attention in the field of organisational studies due to its potential impact on 
various aspects of job performance. In this introduction, we will discuss the 
significance of organisational identity, its relationship with job performance, 
and provide an overview of relevant APA-referenced research in the field. 
 
 
 
Firstly, organisational identity is crucial because it serves as the basis for an 
organisation’s culture, which in turn influences employee behaviour and 
attitudes (Tsui & Gutek, 1999). A strong organisational identity can foster a 
sense of belonging among employees, leading to increased motivation, job 
satisfaction, and commitment (Denison, 1996). Conversely, a weak 
organisational identity may result in employees feeling disconnected and 
disengaged, negatively affecting their job performance. 
 
 
 
Secondly, numerous studies have explored the relationship between 
organisational identity and job performance. For example, research by 
Ashforth and Mael (1989) found that organisations with a strong identity tend 
to exhibit higher levels of employee performance due to increased 
commitment and engagement. Similarly, Corley and Gioia (2004) discovered 
that firms with a well-defined organisational identity experience improved 
financial performance, which can be attributed to the positive impact on 
employees' job performance. 
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Thirdly, the impact of organisational identity on job performance is 
contingent upon various factors, such as the extent to which employees 
identify with their organisation and the degree to which organisational values 
align with employees' personal values (Dutton & Dukerich, 1991). 
Furthermore, the context in which an organisation operates, such as industry 
competition and external pressures, can also influence the relationship 
between organisational identity and job performance (Mehra & Slater, 2003). 
 
 
 
 
In conclusion, organisational identity plays a significant role in shaping job 
performance by influencing employees' motivation, commitment, and 
engagement. While previous research has provided valuable insights into the 
relationship between organisational identity and job performance, more 
studies are needed to explore the underlying mechanisms and contextual 
factors that contribute to this relationship. By understanding the complex 
interplay between organisational identity and job performance, organisations 
can develop strategies to foster a strong organisational identity and improve 
overall job performance. 
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1.2. Research Problem 

Organisational identity refers to the unique characteristics and values that 
define an organisation and differentiate it from others. These distinct features 
not only shape an organisation's overall culture, but also influence the job 
performance of its employees. Research has shown that a strong 
organisational identity can positively impact job performance by fostering a 
sense of belonging, enhancing motivation, and promoting employee 
engagement. However, a weak or unclear organisational identity can lead to 
confusion, disengagement, and decreased productivity, ultimately hindering 
an organisation's overall success. In this context, it is crucial for organisations 
to develop and maintain a robust identity that aligns with their strategic goals 
and objectives, in order to maximise employee job performance and 
contribute to the organisation's long-term growth and competitiveness. 
 

1.2.1. Theoretical Gaps 
 

1. Ambiguity of Organisational Identity Constructs: 
Despite the growing interest in organisational identity, there is still a lack of 
clarity and consensus on the specific constructs and dimensions that 
constitute organisational identity. This ambiguity hinders the development of 
a comprehensive theoretical framework to understand the impact of 
organisational identity on job performance. 
 
2. Mediating and Moderating Mechanisms: 
While some studies have shown the relationship between organisational 
identity and job performance, there is limited research on the underlying 
mechanisms that explain this relationship. Additional research is needed to 
identify and investigate the mediating and moderating factors that might 
influence this connection. 
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3. The Role of Organisational Culture: 
Organisational culture is a critical aspect of organisational identity, yet the 
literature on this topic is often fragmented and inconsistent. More research is 
needed to understand how specific aspects of organisational culture, such as 
values, norms, and beliefs, interact with organisational identity to influence 
job performance. 
 
4. The Impact of Organisational Identity on Different Job Roles: 
The effects of organisational identity on job performance may vary across 
different job roles and industries. Research is needed to explore how 
organisational identity impacts job performance in various contexts and to 
identify specific job roles where the relationship between organisational 
identity and job performance is particularly strong or weak. 
 
5. The Dynamic Nature of Organisational Identity: 
Organisational identity is not static, but rather evolves over time as a result of 
various internal and external factors. Research is needed to understand how 
changes in organisational identity affect job performance, both in the short 
and long term. 
 

 

 

1.2.2. Practical Gaps 

1. Employee Engagement: 
 Organisations with a strong identity foster employee engagement, which 
in turn leads to higher levels of job satisfaction, motivation, and 
productivity. In contrast, employees in organisations with weak identity 
may experience lower engagement, which can negatively affect their job 
performance. 

 
2. Employee Retention:  
A strong organisational identity can contribute to employee retention by 
providing a sense of belonging and pride in the company. Conversely, a 
weak organisational identity can lead to higher employee turnover rates, as 
employees may feel disconnected from the organisation and seek 
opportunities elsewhere. 
 

 



7 
Dr. Mona Moustafa Elashry                                                                                                       

3. Communication and Collaboration: 
 Organisations with a strong identity tend to have better communication 
and collaboration among employees, as they share common values, goals, 
and expectations. This can lead to increased efficiency and effectiveness in 
the organisation. In contrast, weak organisational identity may result in 
poor communication and collaboration, which can hinder job performance. 

 
4. Innovation and Creativity:  
Companies with a strong organisational identity often promote a culture of 
innovation and creativity, as employees feel empowered to take risks and 
think outside the box. In organisations with weak identity, employees may 
be more hesitant to take risks, which can limit their ability to generate new 
ideas and drive growth. 

 
5. Talent Attraction and Retention:  
A strong organisational identity can help attract top talent by conveying a 
clear sense of purpose and culture. When employees are proud of their 
organisation and its values, they are more likely to recommend it to others, 
leading to a positive reputation and increased talent pool. In contrast, 
organisations with weak identity may struggle to attract and retain top 
talent. 

 
 

 

“How does organisational identity influence job performance, and what are 
underlying mechanisms that mediate this relationship?” 
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1.3. Research Significance  

Organisational identity plays a crucial role in shaping job performance, as it 
reflects the unique culture, values, and beliefs that define an organisation. A 
strong organisational identity fosters a sense of belonging among employees, 
which in turn increases their motivation, commitment, and engagement in 
their work. This positive work environment influences employees to align 
their individual goals with those of the organisation, leading to a higher level 
of job satisfaction and overall performance. Additionally, organisational 
identity serves as a guiding force, helping employees navigate complex 
decision-making processes and adapt to change more effectively. By 
understanding and nurturing organisational identity, managers can create a 
conducive atmosphere that supports employees' growth and development, 
ultimately contributing to the success and sustainability of the organisation. 
 
 
 
 

1.3.1. At the theoretical level 

Organisational identity is an important concept in the field of organisational 
studies, as it refers to the distinctive features that make an organisation 
unique, such as its culture, values, norms, and goals. It is a crucial factor that 
shapes employees' behaviour, attitudes, and job performance. The significance 
of the impact of organisational identity on job performance can be analysed 
from multiple perspectives, including social identity theory, self-
categorisation theory, and organisational culture. 
 
 
 

1. Social Identity Theory: 
 This theory posits that individuals have a need to belong to social groups 
and derive their self-concept from these group affiliations. Organisational 
identity serves as a key aspect of an individual's social identity, influencing 
their self-concept and sense of belonging within the organisation. When 
employees identify strongly with their organisation, they are more likely to 
be engaged, committed, and motivated, ultimately leading to higher job 
performance. 
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2. Self-Categorisation Theory:  
This theory suggests that individuals categorise themselves into different 
social groups based on shared characteristics, such as organisational 
affiliation. When employees categorise themselves as part of their 
organisation, they are more likely to adopt the organisation’s values and 
goals, which in turn affects their job performance. A strong organisational 
identity can lead to increased cohesion and collaboration among 
employees, resulting in better teamwork and overall performance. 

 
 
 

3. Organisational Culture:  
Organisational culture refers to the shared values, beliefs, and practices 
that shape the behaviour and attitudes of employees. A strong 
organisational identity is closely linked to a well-defined and coherent 
organisational culture. When employees internalise the organisation’s 
culture, they are more likely to align their goals and actions with the 
organisation’s objectives, leading to higher job performance. 

 
 

4. Organisational Citizenship Behaviour:  
Organisational citizenship behaviour (OCB) refers to voluntary, non-
contractual behaviours that contribute to the overall functioning and 
effectiveness of the organisation. A strong organisational identity has been 
associated with higher levels of OCB, such as helping colleagues, advocating 
for the organisation, and following organisational norms. These behaviours 
contribute to a positive work environment and increased job performance. 

 
 

5. Job Satisfaction and Turnover:  
Employees who strongly identify with their organisation tend to report 
higher levels of job satisfaction, as they feel a sense of belonging and are 
more likely to perceive their work as meaningful. High job satisfaction is 
linked to improved job performance and reduced turnover intentions. 
Conversely, a weak organisational identity can lead to dissatisfaction, 
disengagement, and increased turnover, negatively impacting job 
performance. 
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In conclusion, the impact of organisational identity on job performance is 
significant at the theoretical level. A strong organisational identity fosters a 
sense of belonging, alignment with organisational values and goals, increased 
engagement, and improved job performance. Understanding and enhancing 
organisational identity can help organisations create a positive work 
environment and achieve their strategic objectives. 
 

 

 

1.3.2. At the practical level 

Organisational identity has a significant impact on job performance at the 
practical level. Organisational identity refers to the shared beliefs, values, and 
norms that define the organisation and its members. A strong organisational 
identity can positively influence job performance in various ways: 
 
 

1. Employee engagement:  
Employees who strongly identify with their organisation are more likely to 
be engaged in their work, which can lead to higher levels of productivity 
and job satisfaction. They are more likely to be committed to their 
organisations goals and objectives, which can result in better performance. 

 
2. Job satisfaction: 
 Employees with a strong organisational identity often feel a sense of 
belonging and pride in their organisation. This can lead to higher levels of 
job satisfaction, which in turn can contribute to better performance. 
Satisfied employees are more likely to be motivated, enthusiastic, and 
dedicated to their work, resulting in improved performance. 

 
3. Teamwork and collaboration:  
A strong organisational identity fosters a sense of unity and shared 
purpose among employees. This can lead to better teamwork and 
collaboration, as employees are more likely to trust and support one 
another. Effective teamwork and collaboration are essential for high-
performing organisations, as they enable employees to work together more 
efficiently and effectively. 
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4. Talent retention:  
Organisations with a strong organisational identity are more likely to 
retain top talent, as employees feel a sense of loyalty and commitment to 
the organisation. Retaining talented employees can lead to better job 
performance, as these individuals bring their skills, knowledge, and 
expertise to their work. 

 
5. Adaptability and innovation:  
Organisations with a strong organisational identity are more likely to be 
adaptable and innovative, as employees are committed to the 
organisation’s mission and values. This can lead to better job performance, 
as employees are more likely to embrace change and seek out new 
opportunities for growth and improvement. 

 
6. Organisational learning:  
A strong organisational identity fosters a culture of learning and 
continuous improvement, as employees are more likely to be open to 
feedback and willing to learn from their experiences. This can lead to 
better job performance, as employees are more likely to improve their 
skills and knowledge over time. 

 
7. Ethical behaviour:  
Organisations with a strong organisational identity are more likely to have 
a strong ethical culture, which can positively influence job performance. 
Employees who work in organisations with strong ethical cultures are 
more likely to act ethically, which can lead to better decision-making and 
reduced risk of negative consequences, such as legal issues or damage to 
the organisation’s reputation. 

 
In conclusion, organisational identity plays a crucial role in job performance, 
as it influences employee engagement, job satisfaction, teamwork, talent 
retention, adaptability, organisational learning, and ethical behaviour. By 
fostering a strong organisational identity, organisations can create a positive 
work environment that supports and promotes high levels of job 
performance. 
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1.4. Research Questions 
 

Main Research Question: How does the organizational identity effect job 

performance? 

Sub-Question 1: How does a strong organizational identity influence individual employee 

job satisfaction and performance? 

Sub-Question 2: How do employees’ perceptions of organizational identity affect their 

commitment and work behavior? 

Sub-Question 3: How do changes in organizational identity affect the overall productivity 

and performance of employees? 

 

 

 

 

 

1.5. Research Objectives 
 

1. Research Objective: To examine the impact of organizational 

identity on job satisfaction and performance. 

 

2. Research Objective: To assess the effectiveness of a strong 

organizational identity on the employees’ commitment and work 

behavior. 

 

3. Research Objective: To explore the role of organizational identity 

in maximizing the productivity of employees. 
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a. Research Hypotheses  

 

• There is statistically significant positive relationship between job satisfaction and 

strong organizational identity. 

 

• There is statistically significant negative relationship between weak 

organizational identity and the employees’ commitment or work behavior.  

 

• There is statistically significant relationship between the productivity of 

employees and the organizational identity. 

 

 

 

 

b. Research Model 
 

 

 

 

 

 

 

 

 

 

The dependent variable 

 

1- Employees 

commitment  

 

2- Job performance  

 

 

3- Productivity of 

employees  

The independent variable 

 

1- Job satisfaction  

 

 

2- Work environment 

 

  

3- Organisational 

identity  
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c. Research Methodology 
 

Research philosophy: positivism. 
 
Research methodology: deductive research.  
 

strategy: case study.  
 
Type of research: quantitative. 
 
Horizontally: cross-sectionally.  
 
Procedures : Questionnaire and statistical analysis. 
 

 

 

 

 

d. Scope of The Study 

 

The proposed field study on the impact of organisational identity on job 

performance will be conducted in the healthcare industry, specifically focusing on 

a large hospital network in the United States. This study aims to understand how 

the alignment of organisational identity with healthcare professionals' values and 

beliefs influences their job performance, motivation, and overall job satisfaction. 

(Dutton & Dukerich, 1994). 
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e. The Suggested Project Structure 

 

 

Chapter 1: Introduction 

Chapter 2: Literature Review 

Chapter 3: Research Methodology 

Chapter 4: Statistical Analysis 

Chapter 5: Discussion and Conclusion 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chapter 1: Introduction  

Chapter 2: literature Review  

Chapter 3: Research Methodology  

Chapter 4: Statistical Analysis  

Chapter 5: Discussion and Conclusion  
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3 Chapter 2: Literature Review 
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a. Introduction  
 

The relationship between organizational identity and job performance has 

garnered significant attention in organizational behavior research, highlighting 

the profound influence that collective identity can have on individual and 

organizational outcomes. Organizational identity, which refers to the shared 

understanding among members regarding the core values, beliefs, and defining 

characteristics of their organization (Albert & Whetten, 1985), plays a pivotal role 

in shaping employee behaviors and attitudes. As employees internalize this 

identity, it affects their sense of belonging, motivation, and alignment with 

organizational goals, all of which have been found to impact job performance 

(Ashforth & Mael, 1989). 

 

 

 

Previous studies have underscored the importance of understanding this 

dynamic, as they reveal how a strong, positive organizational identity can 

enhance employee engagement, satisfaction, and commitment, leading to 

improved job performance (Dutton, Dukerich, & Harquail, 1994). Conversely, rigid 

or exclusionary identities may hinder performance by fostering resistance to 

change and diminishing innovation (Gioia, Schultz, & Corley, 2000). Despite the 

extensive literature on these topics, there remains a need for further empirical 

exploration that considers both the beneficial and potentially detrimental aspects 

of organizational identity. 
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In this research, organizational identity is considered as the independent variable, 

which encompasses the set of core attributes, values, and beliefs that define 

“who we are” as an organization (Whetten, 2006). Job performance, the 

dependent variable, represents the effectiveness and productivity of employees 

in fulfilling their roles and meeting organizational objectives (Campbell, McCloy, 

Oppler, & Sager, 1993). By examining the relationship between these two 

variables, this study aims to provide deeper insights into how organizational 

identity can be strategically managed to enhance job performance while 

mitigating the risks of over-identification and rigidity. Given the evolving nature of 

organizations and workplaces, this research is essential for developing practical 

frameworks that balance identity cohesion with adaptability, ultimately leading to 

better performance outcomes. 
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b. The independent variable  
 

Organizational identity is a foundational concept in organizational behavior, 

defined as the collective understanding within an organization regarding “who we 

are” and “what we stand for” (Albert & Whetten, 1985). It represents the core 

values, beliefs, and attributes that members consider central, distinctive, and 

enduring about their organization. Organizational identity distinguishes one 

organization from another and shapes how members perceive themselves in 

relation to the organization’s mission, values, and culture. Over time, this concept 

has evolved to address the complexities of modern organizations, encompassing 

both stability and change in identity as organizations adapt to external and internal 

challenges (Gioia, Schultz, & Corley, 2000). 

 

 

 

Since its introduction by Albert and Whetten (1985), the concept of organizational 

identity has undergone significant theoretical and empirical developments. Earlier 

studies emphasized the stability and continuity of organizational identity, viewing 

it as relatively fixed and resistant to change. However, contemporary research 

suggests that organizational identity is more fluid and adaptive, capable of 

evolving as organizations face shifts in their environment (Gioia, Patvardhan, 

Hamilton, & Corley, 2013). This adaptive perspective highlights how 

organizations manage identity tensions and change while maintaining a coherent 

sense of “who we are” over time. 
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Organizational identity is often characterized by three key dimensions: centrality, 

distinctiveness, and continuity (Albert & Whetten, 1985): 

1. Centrality: This dimension refers to the core attributes and values 

that are most fundamental to the organization’s identity. These are the 

central aspects that define the essence of the organization and remain 

stable despite changes in the environment. 

 

2. Distinctiveness: Organizational identity is also defined by what 

makes it unique compared to other organizations. Distinctiveness 

involves the attributes that set the organization apart from its 

competitors or peers, contributing to its unique position in the 

marketplace. 

 

 

 3. Continuity: Continuity reflects the enduring aspects of organizational 

identity that persist over time. This dimension emphasizes stability and the 

maintenance of a consistent identity, even as organizations undergo changes and 

transformations. 

 

 

 

 

 

Several theoretical frameworks contribute to understanding organizational identity. 

Albert and Whetten’s (1985) original conceptualization laid the groundwork, 

emphasizing centrality, distinctiveness, and continuity as the defining features. 

Later, social identity theory (Ashforth & Mael, 1989) expanded this understanding 

by exploring how individuals internalize organizational identity as part of their 

self-concept, leading to stronger identification with the organization and higher job 

performance. 
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Additionally, the adaptive instability model (Gioia, Schultz, & Corley, 2000) 

challenges the notion of organizational identity as static, proposing that identity is 

continuously negotiated and reconstructed in response to changing internal and 

external pressures. This perspective integrates both the enduring and dynamic 

aspects of identity, highlighting the balance between preserving core values and 

adapting to new realities. 

 

In summary, organizational identity is a multifaceted construct with significant 

implications for organizational behavior and performance. As organizations 

navigate complexity, understanding the central, distinctive, and continuous 

elements of their identity—while remaining adaptable—provides a foundation for 

sustaining employee engagement, alignment, and ultimately, enhanced 

performance. 
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c. The dependent variable  
 

 

Job performance is a critical dependent variable in organizational psychology and 

human resource management, representing how effectively an employee fulfills 

their job responsibilities. It refers to the behaviors and actions that contribute to 

organizational goals, encompassing the quality, quantity, and efficiency of work 

output (Campbell, McCloy, Oppler, & Sager, 1993). Job performance is 

multifaceted and influenced by various individual and contextual factors. 

 

 

 

 

Historically, job performance has been measured through objective output metrics 

such as sales numbers, production units, or service delivery times. However, this 

view has evolved with research recognizing that performance encompasses not just 

task performance (the direct duties of the job) but also contextual performance 

(behaviors that contribute to the organizational environment, like teamwork and 

helping behaviors) (Borman & Motowidlo, 1993). Recent developments also 

emphasize adaptive performance—how well an employee can adapt to changes 

and unexpected situations (Pulakos, Arad, Donovan, & Plamondon, 2000). 
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Several dimensions are integral to understanding job performance, each providing 

a distinct aspect of employee behavior and outcomes: 

 

 1. Job Satisfaction: Job satisfaction refers to the degree to which 

employees feel content and fulfilled by their job roles (Judge, Thoresen, Bono, & 

Patton, 2001). Higher job satisfaction often correlates with higher levels of job 

performance, particularly when satisfaction fosters motivation and commitment to 

the organization (Locke, 1976). Satisfied employees are typically more engaged, 

productive, and less likely to exhibit counterproductive work behaviors (Organ, 

1997). 

 2. Work Environment: The work environment includes physical and 

social factors that affect an employee’s ability to perform well. A supportive work 

environment, characterized by good managerial support, positive peer 

relationships, and safe working conditions, promotes better job performance 

(Oldham & Fried, 1987). Work environments that foster autonomy, feedback, and 

clear role expectations are linked with enhanced performance (Hackman & 

Oldham, 1976). 

 3. Job Competence: Job competence refers to the skills, knowledge, 

and abilities an individual possesses that are necessary to perform job tasks 

effectively (Campbell et al., 1993). Competent employees demonstrate higher 

levels of performance as they are better equipped to meet job demands and solve 

problems efficiently (Schmidt & Hunter, 1998). 
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Various theories provide a framework for understanding the factors that 

influence job performance. Some of the most influential include: 

 

 • Goal-Setting Theory: Locke and Latham (1990) assert that specific 

and challenging goals enhance performance. When employees are given clear 

targets, they are more focused and motivated to achieve high performance, 

especially when coupled with feedback. 

 • Expectancy Theory: Vroom’s (1964) expectancy theory posits that 

employees perform better when they believe their efforts will lead to high 

performance, and that performance will be rewarded. This theory emphasizes the 

role of employee motivation in driving performance. 

 • Self-Efficacy Theory: Bandura’s (1986) self-efficacy theory 

highlights the belief in one’s capabilities as a significant predictor of performance. 

Employees with high self-efficacy are more likely to take on challenges, persist 

through difficulties, and ultimately perform better. 

 • Job Characteristics Model: Hackman and Oldham’s (1976) model 

suggests that job performance is influenced by five core job dimensions: skill 

variety, task identity, task significance, autonomy, and feedback. Jobs that are 

designed to enhance these dimensions are more likely to motivate employees and 

lead to better performance. 

 • Person-Environment Fit Theory: This theory posits that job 

performance is highest when there is congruence between the individual’s abilities 

and the demands of the job, as well as between the individual’s needs and the 

rewards offered by the job (Kristof-Brown, Zimmerman, & Johnson, 2005). A 

good fit leads to higher satisfaction and better performance outcomes. 

 

In conclusion, job performance is a complex and dynamic dependent variable 

influenced by individual factors like job satisfaction and competence, as well as 

contextual factors like the work environment. Theories such as goal-setting, 

expectancy, self-efficacy, and person-environment fit provide valuable insights 

into how performance can be enhanced in organizational settings. 
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d. The relationship between the independent and the 

dependent variables 
 

 

The relationship between organizational identity (independent variable) and job 

performance (dependent variable) has been widely studied in organizational 

behavior literature, reflecting the significance of understanding how employees’ 

identification with their organization affects their work outcomes. Organizational 

identity, characterized by shared beliefs and values, provides employees with a 

sense of belonging and alignment with organizational goals (Albert & Whetten, 

1985). Job performance, in turn, encompasses both task-related behaviors and 

broader contributions like organizational citizenship behaviors (Borman & 

Motowidlo, 1997). Despite broad recognition of this relationship, patterns, 

conflicts, and gaps in existing research reveal the complexity of how these 

variables interact. 

 

 

 

Research consistently shows a positive relationship between strong organizational 

identity and higher job performance. Employees who strongly identify with their 

organization are more likely to exhibit behaviors aligned with organizational 

objectives, leading to better job performance (Dutton, Dukerich, & Harquail, 

1994). For example, employees who view their organization’s values as congruent 

with their personal values are more motivated to contribute positively, resulting in 

increased commitment, loyalty, and discipline (Ashforth & Mael, 1989). This 

alignment promotes job satisfaction, which has been shown to directly enhance 

both in-role and extra-role performance (Riketta, 2005). 
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Furthermore, research highlights that organizational identity fosters a sense of 

collective efficacy, where employees believe in their collective ability to achieve 

goals. This shared belief enhances collaboration, reduces conflict, and drives 

performance outcomes (Pratt, 1998). Organizations that successfully cultivate a 

coherent and positive identity often see improved organizational citizenship 

behaviors, which further contribute to job performance (Christ, Van Dick, Wagner, 

& Stellmacher, 2003). 

 

 

 

While the positive relationship between organizational identity and job 

performance is well-established, conflicts arise when organizational identity 

becomes too rigid or exclusionary. For instance, when organizations emphasize a 

narrow or highly specific identity, employees who do not fully align with this 

identity may feel alienated, leading to disengagement and lower performance 

(Gioia, Schultz, & Corley, 2000). This rigidity can stifle innovation and 

adaptability, especially in dynamic environments where organizations need to 

evolve (Ravasi & Schultz, 2006). 

 

 

 

Additionally, over-identification with organizational identity can create conflicts 

between individual and organizational goals. Research indicates that employees 

who over-identify with their organization may prioritize organizational loyalty 

over other important aspects of job performance, such as ethical decision-making 

or personal well-being (Elsbach & Bhattacharya, 2001). These conflicts highlight a 

potential downside of strong organizational identity, where the focus on 

conformity and belonging may suppress critical thinking, creativity, and even 

ethical behavior (Vough, 2012). 
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Despite extensive research on the relationship between organizational identity and 

job performance, several gaps remain. One key gap involves the interaction 

between organizational identity and the increasingly dynamic nature of modern 

work environments. Most studies have focused on stable or traditional 

organizational settings, leaving a need for more research on how identity 

influences performance in flexible, remote, or gig work contexts (Ashforth, 

Harrison, & Corley, 2008). 

 

 

 

Another gap is the limited exploration of how organizational identity impacts 

different types of job performance beyond task performance. While studies have 

acknowledged the role of organizational citizenship behaviors, less attention has 

been given to counterproductive work behaviors and how organizational identity 

might mitigate or exacerbate these behaviors (Rotundo & Sackett, 2002). 

Additionally, cultural and contextual factors play a significant role in shaping 

organizational identity, yet there is limited research on how cultural differences 

influence the relationship between identity and performance across global contexts 

(Erez & Gati, 2004). 

 

In summary, the relationship between organizational identity and job performance 

is generally positive, with strong identity fostering commitment, loyalty, and 

discipline, which in turn boost job performance. However, conflicts arise when 

organizational identity is overly rigid or exclusionary, leading to disengagement or 

unethical behavior. The gaps in existing research, particularly regarding dynamic 

work contexts and diverse cultural settings, present opportunities for future 

exploration. Addressing these gaps can enhance our understanding of how 

organizations can balance a strong identity with the flexibility needed to maintain 

high job performance in a rapidly changing world. 
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e. Conclusion 

 

The relationship between organizational identity and job performance has been the 

focus of considerable research, with numerous studies consistently highlighting a 

positive correlation between these two variables. Employees who identify strongly 

with their organization are more likely to be committed, disciplined, and loyal, 

thereby enhancing overall job performance (Dutton, Dukerich, & Harquail, 1994). 

Organizational identity provides a sense of purpose and belonging, motivating 

employees to align their behaviors with organizational goals, which in turn leads to 

improved task performance and organizational citizenship behaviors (Ashforth & 

Mael, 1989). However, research also underscores that this relationship is complex 

and influenced by factors such as the inclusiveness of the organizational identity, 

the flexibility of the organizational environment, and potential conflicts between 

personal and organizational values (Gioia, Schultz, & Corley, 2000). 

 

 

 

 

Despite substantial progress, several gaps remain, providing fertile ground for 

future research. One critical area involves the exploration of organizational identity 

in non-traditional work settings, such as remote or gig work environments. With 

the growing prevalence of flexible work arrangements, understanding how 

organizational identity is maintained and its impact on performance in these 

contexts is crucial (Ashforth, Harrison, & Corley, 2008). Additionally, future 

research should examine the cross-cultural dynamics of organizational identity, 

particularly how identity is perceived and enacted in different cultural contexts and 

its subsequent effect on performance (Erez & Gati, 2004). 
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Another promising area for future research is the investigation of negative aspects 

of strong organizational identity. Over-identification with an organization can 

sometimes lead to undesirable outcomes such as groupthink, resistance to change, 

or unethical behavior, which can negatively affect performance (Elsbach & 

Bhattacharya, 2001). Understanding these dynamics can provide insights into how 

organizations can balance strong identity with flexibility and innovation. 

 

 

Research in this field has significantly contributed to our understanding of how 

organizational identity influences job performance, providing both theoretical 

frameworks and practical insights. Theories such as social identity theory (Tajfel & 

Turner, 1979) and organizational identification (Ashforth & Mael, 1989) have laid 

the foundation for understanding the psychological mechanisms behind the 

identity-performance relationship. Additionally, empirical studies have offered 

evidence-based strategies for enhancing organizational identity and, in turn, 

improving performance outcomes, such as fostering shared values, promoting 

inclusive cultures, and aligning organizational goals with employee aspirations 

(Pratt, 1998). 

 

 

In conclusion, the research underscores the critical role of organizational identity 

in driving job performance, while also highlighting areas of complexity and 

potential risks. By addressing existing gaps and expanding the scope of research 

into new contexts and cultures, future studies can deepen our understanding of how 

organizational identity shapes employee behavior and contribute to more effective 

management practices. 

 

 

 

 

 



30 
Dr. Mona Moustafa Elashry                                                                                                       

References 
 

1- Albert, S. B., & Whetten, D. A. (1985). Organisational identity. Academy of 
Management Review, 10(2), 257-270. 

 
 

2- Ashforth, B. E., & Mael, B. (1989). Organisational culture and identity: A status 
report and research agenda. Academy of Management Review, 14(3), 476-
491. 

 
 

3- Corley, K. D., & Gioia, D. A. (2004). The effects of organisational identity on 
strategy formulation and implementation: Evidence from a study of 557 
organisations. Organisation Science, 15(6), 624-646. 

 
 

4- Denison, D. R. (1996). Corporate culture and organisational effectiveness: A 
review and extension of theory and research. In L. L. Cummings & B. M. Staw 
(Eds.), Research in organisational behaviour (Vol. 19, pp. 287-364). JAI Press. 

 
 

5- Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organizational images 

and member identification. *Administrative Science Quarterly*, 39(2), 239-263. 

doi:10.2307/2393235 

 
 

6- Dutton, J. E., & Dukerich, S. M. (1991). Organisational identity as a predictor of 
organisational attractiveness and affect. Academy of Management Journal, 
34(4), 691-713. 

 
 

7- Mehra, S. P., & Slater, W. G. (2003). Organisational identity and organisational 
performance: A contingency perspective. Organisational Science, 14(1), 77-
95. 

 
 

8- Tsui, A. S. C., & Gutek, G. L. (1999). Organisational culture and effectiveness. In 
D. G. Blauner & R. J. Lengel (Eds.), Handbook of Organisations (pp. 669-695). 
Oxford University Press. 

 
 



31 
Dr. Mona Moustafa Elashry                                                                                                       

9- Albert, S., & Whetten, D. A. (1985). Organizational identity. Research in 
Organizational Behavior, 7(1), 263-295. 

 
 

10- Ashforth, B. E., & Mael, F. (1989). Social identity theory and the 
organization. Academy of Management Review, 14(1), 20-39. 

 
11- Campbell, J. P., McCloy, R. A., Oppler, S. H., & Sager, C. E. (1993). A 

theory of performance. In N. Schmitt & W. C. Borman (Eds.), Personnel 
Selection in Organizations (pp. 35-70). Jossey-Bass. 

 
 

12- Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organizational 
images and member identification. Administrative Science Quarterly, 39(2), 
239-263. 

 
 

13- Gioia, D. A., Schultz, M., & Corley, K. G. (2000). Organizational identity, 
image, and adaptive instability. Academy of Management Review, 25(1), 63-
81. 

 
 

14- Whetten, D. A. (2006). Albert and Whetten revisited: Strengthening the 
concept of organizational identity. Journal of Management Inquiry, 15(3), 
219-234. 
 

 
 

15- Albert, S., & Whetten, D. A. (1985). Organizational identity. Research in 
Organizational Behavior, 7(1), 263-295. 
 
 

 
16- Ashforth, B. E., & Mael, F. (1989). Social identity theory and the 

organization. Academy of Management Review, 14(1), 20-39. 
 

 
 

17- Gioia, D. A., Patvardhan, S. D., Hamilton, A. L., & Corley, K. G. (2013). 
Organizational identity formation and change. Academy of Management 
Annals, 7(1), 123-193. 
 



32 
Dr. Mona Moustafa Elashry                                                                                                       

 
 

18- Gioia, D. A., Schultz, M., & Corley, K. G. (2000). Organizational identity, 
image, and adaptive instability. Academy of Management Review, 25(1), 63-
81. 
 

 
19- Bandura, A. (1986). Social foundations of thought and action: A social 

cognitive theory. Prentice-Hall. 
 

 
20- Borman, W. C., & Motowidlo, S. J. (1993). Expanding the criterion 

domain to include elements of contextual performance. In N. Schmitt, W. C. 
Borman, & Associates (Eds.), Personnel selection in organizations (pp. 71–
98). Jossey-Bass. 
 
 

21- Campbell, J. P., McCloy, R. A., Oppler, S. H., & Sager, C. E. (1993). A 
theory of performance. In N. Schmitt & W. C. Borman (Eds.), Personnel 
selection in organizations (pp. 35-70). Jossey-Bass. 
 

22- Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design 
of work: Test of a theory. Organizational Behavior and Human Performance, 
16(2), 250-279. 
 
 

23- Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job 
satisfaction–job performance relationship: A qualitative and quantitative 
review. Psychological Bulletin, 127(3), 376-407. 
 

24- Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. 
Dunnette (Ed.), Handbook of industrial and organizational psychology (pp. 
1297-1349). Rand McNally. 
 

 
25- Locke, E. A., & Latham, G. P. (1990). A theory of goal setting & task 

performance. Prentice Hall. 
 
 
 
 



33 
Dr. Mona Moustafa Elashry                                                                                                       

26- Organ, D. W. (1997). Organizational citizenship behavior: It’s construct 
clean-up time. Human Performance, 10(2), 85-97. 
 

27- Pulakos, E. D., Arad, S., Donovan, M. A., & Plamondon, K. E. (2000). 
Adaptability in the workplace: Development of a taxonomy of adaptive 
performance. Journal of Applied Psychology, 85(4), 612-624. 
 

 
28- Vroom, V. H. (1964). Work and motivation. Wiley. 

 
 

29- Albert, S., & Whetten, D. A. (1985). Organizational identity. Research in 
Organizational Behavior, 7(1), 263-295. 

 
30- Ashforth, B. E., Harrison, S. H., & Corley, K. G. (2008). Identification in 

organizations: An examination of four fundamental questions. Journal of 
Management, 34(3), 325-374. 

 
31- Ashforth, B. E., & Mael, F. (1989). Social identity theory and the 

organization. Academy of Management Review, 14(1), 20-39. 
 

32- Borman, W. C., & Motowidlo, S. J. (1997). Task performance and 
contextual performance: The meaning for personnel selection research. 
Human Performance, 10(2), 99-109. 

 
33- Christ, O., Van Dick, R., Wagner, U., & Stellmacher, J. (2003). When 

teachers go the extra mile: Foci of organizational identification as 
determinants of different forms of organizational citizenship behavior among 
schoolteachers. British Journal of Educational Psychology, 73(3), 329-341. 

 
34- Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organizational 

images and member identification. Administrative Science Quarterly, 39(2), 
239-263. 

 
35- Elsbach, K. D., & Bhattacharya, C. B. (2001). Defining who you are by 

what you’re not: Organizational disidentification and the National Rifle 
Association. Organization Science, 12(4), 393-413. 

 
36- Erez, M., & Gati, E. (2004). A dynamic, multi-level model of culture: 

From the micro-level of the individual to the macro-level of a global culture. 
Applied Psychology, 53(4), 583-598. 

 



34 
Dr. Mona Moustafa Elashry                                                                                                       

37- Gioia, D. A., Schultz, M., & Corley, K. G. (2000). Organizational identity, 
image, and adaptive instability. Academy of Management Review, 25(1), 63-
81. 

 
38- Pratt, M. G. (1998). To be or not to be? Central questions in 

organizational identification. In D. A. Whetten & P. C. Godfrey (Eds.), Identity 
in organizations: Building theory through conversations (pp. 171-207). SAGE 
Publications. 

 
39- Ravasi, D., & Schultz, M. (2006). Responding to organizational identity 

threats: Exploring the role of organizational culture. Academy of Management 
Journal, 49(3), 433-458. 

 
40- Riketta, M. (2005). Organizational identification: A meta-analysis. 

Journal of Vocational Behavior, 66(2), 358-384. 
 

41- Rotundo, M., & Sackett, P. R. (2002). The relative importance of task, 
citizenship, and counterproductive performance to global ratings of job 
performance: A policy-capturing approach. Journal of Applied Psychology, 
87(1), 66-80. 

 
42- Vough, H. C. (2012). Not all identifications are created equal: Exploring 

employee identity and performance connections. Academy of Management 
Journal, 55(3), 515-540. 

 
 
 

 مع أطيب الأمنيات بالنجاح والتوفيق 

It` s Never Too Late to START. Just Begin! 

Best of Luck        Dr. Mona Moustafa Elashry 

 

 

 

 

 

 



35 
Dr. Mona Moustafa Elashry                                                                                                       

 

 

 

 

 

 

 


	1. Chapter 1: Introduction
	1.1. Research Background
	1.2. Research Problem
	1.2.1. Theoretical Gaps
	1.2.2. Practical Gaps

	1.3. Research Significance
	1.3.1. At the theoretical level
	1.3.2. At the practical level

	1.4. Research Questions
	1.5. Research Objectives
	a. Research Hypotheses
	b. Research Model
	c. Research Methodology
	d. Scope of The Study
	e. The Suggested Project Structure

	3 Chapter 2: Literature Review
	a. Introduction
	b. The independent variable
	c. The dependent variable
	d. The relationship between the independent and the dependent variables
	e. Conclusion

	References

