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1. Chapter 1: Introduction
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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.
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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.

12
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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 independent variable The dependent variable
1- Job satisfaction —> 1- Employees
T~ /' commitment
~a

2- Work environment > 2- Job performance

, 3- Productivity of
employees

3- Organisational
identity

13
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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

a. Introduction
Brief introduction for the chapter

b. The independent variable

16
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c. The dependent variable

d. The relationship between the independent and the
dependent variables

e. Conclusion
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