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Abstract: This study investigate psychology (job satisfaction), behavioral (OCB-I and OCB-0) and cultural
(organizational leaming culture) antecedents of employee’s turnover intention which fulfills the empirical (in
servicing sector) and conceptual gap (with two dimensional OCB). Structural equation model, confirmatory
factor analysis and correlation were used on the data (N=422) collected from Malaysian employees.
Organizational learning culture was found to be positively associated with job satisfaction, OCB-O, OCB-T but

negatively associated with turnover intentions. Job satisfaction and both citizenship behaviors were found to

be mediator between OLC and turnover mtentions.
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INTRODUCTION

Human resources are the real assets for
organizations. In this global era organizations have to
compete on the basis of excellence human resources
with the multinational organizations [17], because human
resources are the key determinants of therr
competitiveness [8]. Human resources have contributed
a lot towards the success of organizations. Thus,
spending on the development of human resources benefit
organizations for long term basis [1]. Thus, it becomes the
priority of every organization to keep its well trained and
talented human resources. Because if employees of an
organization starts thinking to switch off from job then all
its spending on their well being will be converted into
unrecoverable costs.

Employees tunover directly and indirectly effect on
the organization’s costs 1.e. because of this orgamzation’s
have not only to recruit and select the capable employees
but to train them as well which 13 a part of direct cost [66]
on the other, loss of social capital, workload and loss of
morale of existing employees associated with the indirect
costs [12]. Tn addition to this [42] argued that employees
turnover is the real loss for the organizations because
most of the time organization loss talented employees.

Researcher have found certain factors which lessen the
employee’s turnover intention e.g. organizational
commitment [5], perceived organizational support [30],
employees  engagement, job  satisfaction  [5],
orgamizational citizenslup behavior [32, 54] and
organizational learming culture [15, 38].

It has become essential for the organizations to
maintain and develop its human resources. So, now day’s
organizations are developing its human resources via
creating learning environment [15]. Thus, it 1s essential to
understand the factors of learning culture because they
also create such environment that helps employees to
share their thoughts with each other [67]. This learning
environment and culture of the organization influence on
the turnover intentions and satisfaction level of the
employees [15, 38].

In the previous studies researchers have tried to
explore the relationship between organizational learning
culture, orgamizational citizenship behavior [26], job
satisfaction and turnover mtentions [15], m manufacturing
sectors. The present study aimed to fulfill the empirical
gap in the field of servicing sector (1.e. banking) by
exploring the same relationship between constructs.
Furthermore the present study also aimed to fulfill the
conceptual gap using two dimensional citizenship
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behavior ie. organizational citizenship  behaviors
towards organization (OCB-Q) and organizational

citizenship behaviors towards individual (OCB-I).

Organizational Learning Culture: Culture can be defined
as 7 the patterns of basic assumptions, developed,
discovered or invented by a group”. There 1s high level of
behavioral consistency through, shared values and social
norms among the members of an organizational culture.
Organizations who want to become leaming need to
develop those attributes which facilitate learming practices
n the entire organization [26].

According to [20], “an organization skilled at
creating, acquiring and transferring knowledge and at
modifying its behavior to reflect new knowledge and
msights”(p. 80). Learning organization create such
environment in which knowledge transfer, team work,
creativity, collaboration has a collective values and
meaning [10]. So, mn the field of human resource
management the importance of leaming orgamzation
cannot be ignored because of its positive impact not only
on the individuals but also on the effectiveness of the
organization [44].

According to [68] the term used for the learming
organizations in the cultural context is referred as
organizational learning culture. Thus the theoretical
framework of [71] 1s the base for present study. According
to [64], the dimensional questionnaire developed by [71]
encourages learning process at two levels i.e. employee’s
collaborative learning level and organization’s learning
level. According to [44] seven sub dimensions of
organizational learning culture includes (a) continuous
learning (b) strategic management (c) inquiry and dialogue
(d) embedded system (e) team learning (f) connection to
environment and (g) empowerment.

Job Satisfaction: According to [41] “job satisfaction is
the emotional state resulting from one’s job related self
appraisal”, on the other hand [65] argued that it 13 the
extent to which one person like or dislike lus job.
According to [4] job satisfaction replicate one’s feelings
and thoughts towards job and define it as “job
satisfaction 1s an mternal state that i1s expressed by
affectively and/or cognitively evaluating an experienced
job with some degree of favor or disfavor”(p. 86).

The best theory of job satisfaction was given by [22]
named “two-factor theory”. According to this theory
employees only have two types of need (1) motivators
and (2) hygiene. Theory suggests that dissatisfaction
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occurs when hygiene factors are not present (e.g.
interpersonal relations, working conditions, supervision,
benefits and salary etc.). While, in contrast when these
factors are present satisfaction of the employees 1s not
necessary but their dissatisfaction declines [19].

Researchers have divided job satisfaction into
various facets including carrier opportumty, organization
as an employer, supervision recewved, fringe benefits,
financial rewards, nature of the work and coworkers etc.
[69]. Among all the facets of job satisfaction comfort,
reward, challenge, colleagues, promotion and resource
adequacy were declared as the key facets by [70], [56] and
[57].

Organizational Citizenship Behavior: According to [31]
if an organization wants to operate 1its functions
successfully than its employees should have some basis
characteristics i.e. (a) staying in the organization with
participation m tasks, (b) behaving according to the rules
and regulations of the orgamization and (¢) most
importantly is habitual loyalty to the organization. This
third characteristic of [31] was adopted by the [2] in their
study and named 1t as “citizenship behavior”. Later on,
these conceptualized  as
organizational citizenship behaviors by [62] and explained

characteristics ~ were
them as “non-organizational behaviors that could not be
observed with the formal reward system or purishment™.
[52], further “the

discretionary behaviors which can’t be recognized

explain them as individual’s
directly or through formal reward systems and that in
collective encourage the effective functions to promote an
organization”.

In recent years scholars are focusing on the practical
importance of the OCB. According to scholars OCB
contribute towards mnovation, resource transformation
and adaptability in enviromments demanding complex,
team oriented and ambiguous work, which ultimately
improve the efficiency and effectiveness of the entire
organization [49, 52]. These efforts mcludes, punctuality,
helping peers, performing duties beyond thewr job
specifications, sharing ideas, using time efficiently and
representing the organization positively.

Researchers have categorized OCB m various
dimensions. For mstance, [2] introduced it with the single
dimension and called it as “organizational citizenship
behavior”. [62], divide it in generalized compliance and
altruism. Five years later [49] divide it mn famous five
dimension 1.e. (1) altruism, (2) conscientiousness, (3)
sportsman, (4) courtesy and (3) civic virtue.
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Altriism refers to the discretionary behaviors of the
employee that have an effect of helping another
specific person with an orgamzationally relevant task
or problem.

to the
behaviors on the part of the employee that go well

Conscientiousness refers discretionary
beyond the mimimum role requirements of the
organization in the areas of attendance, obeying rules
and regulations, taking breaks and so on.

Sportsmanship: willingness of the employee to
circumstances  without

tolerate  less-than-ideal

complaining to avoid grumbling about petty
grievances and railing against real or imagined
slights.

Courtesy: discretionary behavior on the part of an
individual aimed at preventing work-related problems
with others from occurring.

Civic virtue: behavior on the part of an individual
indicating that she or he responsibly participates in,
is involved in, or 1s concerned about the life of the
company.

Single dimension OCB was used by earlier
researchers in their studies [i.e. 2, 46]. Two dimensional
OCB was not followed by the researchers because of its
ambiguous meaning. However five dimensional model was
adopted by many researchers and they argued that there
15 great deal of conceptual overlap between [49°s]
dimensions [46, 54]. So, many researchers argued that the
dimensions of OCB should be combined into conceptually
distanced sub-groups [47, 50, 54]. Later [74] divide OCB
into three dimensions i.e. (1) In-role behaviors (IRB), (2)
organizational citizenship behavior towards organization
(OCB-0) and (3) organizational citizenship behavior
towards individual (OCB-I).

IRB refers to the employees responsibilities i.e. follow
the orgamzation’s rules and regulation, completing all
the assigned tasks in time and working full eight
hours a day.

OCB-I refers to the behavior towards some specific
mdividuals 1.e. helping coworkers n completing their
assignments or working on behalf of an absent
person. These behaviors indirectly benefit the
organizations.

OCB-O refers to those behaviors that benefit the
organization i.e. to inform managers when not able to
come on job ete.
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[51], follow the study of [74] and divide the five
dimensions into two dimensions and exclude the IRB from
the dimensions of OCB by saying that OCB are the extra
role behaviors of mdividuals which are not part of their
duties. Thus, [51] argued that altruism and courtesy are
part of OCB-I while conscientiousness, civic virtue and
sportsman are part of OCB-O.

Organizational Learning Culture and .Job Satisfaction:
In past many researchers have linked the individual
characteristics of learning organization (i.e. empowerment,
knowledge sharing and team work etc.) with the job
satisfaction [9]. For example, [16] found that empowerment
has positive and significant impact on employee’s job
satisfaction. [21], argued that teamwork positively
influence on task autonomy which ultimately influence job
satisfaction. According to [33] commumnication (dialogue
sharing) has positive impact on job satisfaction

A study was conducted by [7] mn the services sector
of Taiwan and found that organizational learning culture
has positive impact on the job satisfaction of the
employees. Similarly [15], [68] and [40], also found the
same relationship between organizational learning culture
and job satisfaction. Thus:

H1: organmizational learmng culture has positive influence
on job satisfaction.

Organizational Learning Culture and Citizenship

Behavior: Previous studies have focused on the
relationship between organizational culture and OCB [e.g.
63, 72, 73]. Organizational culture influence the contextual
performance of the employees, which is defined as “These
are the efforts of individuals, not directly related to their
main tasks but still important for the organi zation because
they change the organizations psychological and social
context that serves the process and task activities
critically” [73, pp. 4-5]. A quantitative study was
conducted by [72] and found that there is positive
relationship between employee’s perception of supportive
culture and organizational citizenship behavior. So, social
exchange theory by [34] 1s also in favor that if employees
feel that their organization supports them then, they show
more citizenship behaviors.

According to [63] learning organizations create
such environment in the organizations that enable
employee to focus on continuous learning instead of

focusing on the immediate outcomes. These learning
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values widen the perceptions of its employees and
they start thinking new instead of formal tasks 1e.
helping their colleagues to achieve the desired outcomes
of the orgamzations for its success. [51] argued that
helping colleagues beyond the formal job descriptions,
tasks and duties called extra role behaviers (OCB).
This means that learmng values increase the citizenship
among employees.

In a study [28] argued that supervisor’s trust or
conflicts with employee’s influences on OCB. According
to their findings emplovee’s OCB towards tasks and
persons increases when employees have good relations
with their supervisors. While in contrast two dimensional
OCB declines m the presence of conflicts with supervisor.
Leader-member exchange theory also supports the same
results. [26]. conducted astudy on the manufacturing
and non-manufacturing firms to explore the relationship
between organizational learning culture, organizational
commitment, OCB and knowledge sharing and found a
positive and significant relation between organizational
learning culture and OCB. Recently [24] conducted study
on the banking employees working in Malaysia and found
positive relationship between organizational learning
culture and organizational citizenship behavior. But, they
still leave the room for the future researchers by not
working of OCB-I and OCB-O. The present study 1s an
atternpt to fulfill this gap.

From the literature it can be assumed that when
employees perceive that their organization 1s providing
them such an environment in which they can leam (1.e.
support) then their QCB
organization will be greater as compared to the OCB

organizational towards
towards individual. But here the impact of organizational
learning culture on both dimensions of OCB is discussed.

H2: organizational learning culture positively related to
OCB-0 and OCB-T.
Organizational Learning Culture and Turnover
Intentions: In the field of human resource development,
orgamzational learming culture 1s the fastest growimg
notion [11] but, the researchers have not explored much
about the relation of orgamzational learning culture with
turnover intentions of employees [15]. Social exchange
theory suggests that all the employees who receive
traiming are less willing to leave their jobs [61]. Thus
employee’s perception towards training opportunities
diminishes their intentions to leave the organization [14].
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In addition to this, [36] argued that there is negative
relationship between job learning and turnover intentions.
[29], noted that certain job resources (1.e. empowerment,
supervisory support and rewards) are there which
increases the commitment and satisfaction of the
employees which ultimately reduces ther tumover
intentions. Similarly according to [53] knowledge sharing
is negatively associated with the employee’s turnover
intentions.

studies there which
relationship between organizational learning

Some are support  the
culture
and employee’s turnover intention. For example, [15]
conducted a study to judge the relationship between
culture,

motivation to transfer and turnover intention among

organizational  learming job  satisfaction,
the large U.S orgamzations and concluded imnverse
relationship between organizational learning culture and
turnover mtentions. Thus based on the literature 1t could

be hypothesized that:

H3: There is inverse relationship between organizational
leaming culture and employee’s turnover intentions.

Job Satisfaction and Turnover Intentions: [23], defines
job satistaction as the difference between the jobs related
expectations, values or need of and individual and actual
job. Job satisfaction 1s essential for the success and
effectiveness of an enterprise [39]. While dissatisfaction
with the job stimulate individual’s to search for better and
alternative jobs [58]. [3], pointed that job itself 1s the most
commonly motivator for the employees which helps them
not to switch the job. Furthermore, factors of job
satisfaction influence on turmover intentions negatively
[37].

Many researchers have found job satisfaction as one
of the vital factors of tumover intention [5, 45]. In a study
[45] found that there
characteristics (1.e. job security, mformation sharing and

are certain environmental
trust among semior managers) and satisfaction about the
job which cause for the turnover of employees. Among all
those job satisfaction was found to have the highest
impact on the intention to quit. [35], conducted a study on
the Americans and Australians professionals and found
that emotional tiredness and job satisfaction as significant
factors of turnover.

H4: Job satisfaction negatively influence on tumover
intention of employees.
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OCB and Turnover Intentions: OCB plays vital role in the
of every orgamization. [59] suggest that
organizations having such employees which can perform

SUCCESS

beyond their duties can outperform as compare to the
other organizations. Furthermore Koopmaan (2006) agree
with the same and argued that in the presence of OCB
organizations becomes more efficient and successful
because there will be dedicated employees with low
turnover intentions. Many other researchers have found
negative relationship between OCB and turnover
mtentions [e.g. 32].

Researchers are not clear about the significance
relationship between two dimensional OCB and turnover
mtentions. For mstance Jackson (2008) argued that the
relationship between OCB-I, OCB-O and turnover
mtention was non-significant. In  contrast some
have found that OCB-O and OCB-
significantly and negatively related to employee’s
turnover intentions [e.g. 55]. On the basis of literature it
was hypothesized:

researchers

H5 OCB-I and OCB-O will negatively influence on
turnover intentions of employees.

Method
Sample and Procedure: The present study was
conducted on the banking sector of Malaysia through
survey. Due to having limited time multi stage sampling
was used. At first stage Johor Bahru was chosen and on
the second stage two mam banks CIMB and May bank
were chosen. The main reason to choose those banks was
that they have many branches. In the third stage 600
questionnaire were distributed to the employees. Out of
the questionnaire 451 responded back (response rate =
75.17%). On evaluation 29 questionnaires were found
incomplete and were not used for the study. So, effective
response rate was 70.33%.

asked

characteristics  1.e.

Respondents  were about  certain

demographical age, gender,
qualification, marital status, ncome. Average age of the
respondents was 31 years. Out of total, 71% of the
respondents were female and 76.8% of them were married.
Average income of the respondents was 1800 ringgit and

72.4% of them were having master’s degree.

Measures

Organizational Learning Culture: To measure the
organizational learning culture first scale was developed

by [71], later on [75] reduced the scale into seven items.

So the present study used the same seven item scale. In
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this seven item scale each item represent one dimension
of OLC (ie. continuous learming, strategic leadershup,
team learning, embedded system, empowerment, system
connection and dialogue and inquiry). [75], argued that
the reliability of seven items range from 0.68 to 0.83. Using
the same scale [24] found its reliability 0.84. While 1n the
present study the reliability was found to be 084, A
sample item includes “Tn my organization, whenever
people state their view, they also ask what others think.”

Job Satisfaction: To measure the level of job satistaction,
three developed by [6] was
Respondents were asked about their satisfaction level on

items scale used.
five points Likert scale ranged from strongly disagree to
strangle agreed. [6], found 0.77 as the reliability of scale
while [15] found its reliability as 0.70. The present study
found its reliability as 0.76 which is close to the
Cammann’s finding. A sample item mecludes “In general,

I like working here.”

Organizational Citizenship Behavior: To measure OCB-I
and OCB-O eight items scale of each construct was
developed by [60] on five point Likert scale ranging from
strongly disagree to strongly agree. Four items from each
construct with the highest factor were selected for the
present study. The reliability of OCB-0O was found to be
0.91 and reliability for OCB-T was found to be 0.89. Sample
item for OCB-I includes “1 take a personal interest i my
co-workers” and for OCB-O “T help co-worleers with work
when they have been absent™.

Turnover Intentions: [25], developed three items scale to
measure the employee’s turnover intentions on the basis
of five points Likert scale. And reported 0.73 as the
reliability of the scale. Later on, using the same scale [15]
reported 0.68 as the reliability of the scale. Tn the present
study 0.79 reliability of the scale was found which is
higher than Irving’s finding. A sample item includes “I
intend to change job within this firm in the foreseeable
future”

RESULTS

Confirmatory Factor Analysis: According to [76] it is
necessary to calculate the factor loading for each
construct. So, considering this call, table 1 show the
values of factor loading and composite reliability of each
item. All the values of the loading were positive and
significant (P<0.01). Hair et al, (2006) pointed that the
values of model fitness should be as: (NNFI = 0.90),



Middle-East J. Sci. Res., 12 (3): 6350-661, 2012

Table 1: characteristics of learning organizational culture: Adopted from [44].

Dimension

Definition

Contimious Tearning

Inquiry and Dialogue

Team Learning

Embedded system

Empowerment

System Connection

Strategic Management

“Leaming is designed into work so that people can learn on the job; opportunities are provided for ongoing education and growth™
(p.139).

“People gain productive reasoning skills to express their views and the capacity to listen and inquire into the views of others; the
culture is changed to support questioning, feedback and experimentation™ (p.139).

“Work is designed to use groups to access different modes of thinking; groups are expected to learn together and work together;
collaboration is valued by the culture and rewarded” (p.139).

“Both high- and low-technology systems to share learning are created and integrated with work; access is provided; systems are
maintained” (p.139).

“People are involved in setting, owning and implementing a joint vision; responsibility is distributed close to decision making so
that people are motivated to learn toward what they are held accountable to do” (p.139).

“People are helped to see the effect of their work on the entire enterprise; people scan the environment and use information to adjust
work practices; the organization is linked to its communities™ (p.139).

“Leaders model, champion and support learning; leadership uses learning strategically for business results” (p.139).

Table 2: factor loading and composite reliability

Factor Loading Composite Reliability Factor Loading (Composite Reliability

Organizational Citizenship behavior

Learning Culture toward individuals

OLC1 0.84 OCBI-1 0.85

OLC2 0.79 OCBI-2 0.88 0.67

OLC3 0.85 OCBI-3 0.74

OLC4 0.74 0.65 OCBI-4 0.80

OLCs 0.77 Job Satisfaction

OLC6 0.84 JS-1 0.89

OLC7 0.81 Is-2 0.82 0.73
IS-3 0.85

Citizenship behavior

towards organization

OCBO-1 0.77 Turnover Intentions

0OCBO-2 0.90 TO-1 0.83

OCBO-3 0.87 0.72 TO-2 0.79 0.61

OCBO-4 0.84 TO-3 0.72

Table 3: Descriptive, Statistics and Reliability

Variables Mean S.D 1 2 3 4 5

1. OLC 341 0.64 (0.8

2. Job Satistaction 339 0.68 0.48% (0.76)

3. OCB-0O 3.63 0.72 0.42%% 0.62%% (0.91)

4. OCB-I 3.71 0.74 0.38* 0.58%# 0.66%% (0.89)

5. Tumover Tntentions ~ 3.22 0.69 (), 35 0.4 3 -0.3208 -0.27* 079

Note: all the values are significant at ** p<0.01 and * p<0.05 (all 2 tail)

Jobo
Satisfaction

Organizational Turnowv er
Leaming Intentions

Culture

Fig. 1: Hypothesized Model
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COrganizational

-0.27

Job Satisfaction

Turnowver

Learning Infentions
Culture
Yy
OCB-0O
 —
-027
b

Fig. 2: Path coefficient result on hypothesized model

Higher the value of CFI higher the model fit, x2/df <3,
RMSEA < 0.08 and NFT > 0.90. The values generated by
the data were as follows: CFI = 0.92, NNFI = 0.93, NFI =
0.90, RMSEA = 0.06, ¥* = 2549.87, y¥df = 2.19. All the
values were found to be according to the standard values
given by Hair et al., (2006).

Composite reliability was also calculated. According
to [18] the value of composite reliability should be greater
than 0.5 and could be calculated taking the sum of square
of all the factor and dividing them by number of values.
All the values in the table regarding composite reliability
were above 0.50,

Descriptive, Statistics and Reliability: Table 3 represents
Mean, Standard Deviation and Correlation of the variables
used 1n the study. The mean score of OCB-I and OCB-O
were near to agree 1e. (M = 3.71 and 3.63) respectively.
This shows that most of the employees of banking sector
were near to agree regarding their citizenship behaviors
towards mdividuals and orgamzation. On the other side
the mean score of OLC, job satisfaction and turnover
intentions indicates (i.e. M =3.41, 3.39, 3.22, respectively)
the neutral response of respondents.

Table represents a negative and significant
correlation of OLC, job satisfaction, OCB-O and OCB-I
with employees turnover intentions i.e. (r=-0.35, -0.43, -
0.32 and -0.27 respectively). In contrast the relationship of
OLC with job satisfaction, OCB-O and OCB-I was positive
and significant (1.e. r= 0.48, 0.42 and 0.38 respectively).
Similarly job satisfaction was also found to be positively
correlated with two dimensional citizenship behaviors i.e.
OCB-0 and OCB-I (r= 0.62 and 0.58 respectively). Thus
job satisfaction is the predictor of both OCB-I and OCB-O.

Structure Model Assessment: [13], demonstrated that the
main objective behind SMA 1s to determine whether data
support the conceptual explanation or not. Figure 2 shows
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the strength of the relationship with path coefficients and
model fit. The hypothesized model indicated a good fit in
all indices, ¥(202) = 527.19, p < 0.01, nonnormed fit index
(NNFI) = 96, root mean square of approximation
(RMSEA) = 0.061, standardized root mean square
residual (SRMR) = 0.055 and comparative fit index
(CFT) = 0.96, All the hypothesis were significant.

In addition to this another alternative model was
tested. This model turmed two paths 1.e. OCB-I to turnover
intentions and OLC to OCB-O as non-significant. This
model exhibit almost identical fit to the model. The results
from alternative model were ¥(201) = 526.12, p <0.01, CFL
=0.95, NNFI = 0.96, RMSEA = 0.061, SRMR = 0.055.

As both model fit almost give the same results but
alternative model did not show the significant path. In
addition hypothesized model 15 good m parsimoeny.
S0, hypothesized model was accepted and the alternative
model was rejected. Thus job satisfaction, OCB-T and
OCB-0O mediate the relationship between OLC and
employee’s tumover intentions.

DISCUSSION

Discussion of the study 185 based on the
acceptance of hypothesized model with the perspective
of management, human resource and organizational
behavior. For this purpose findings of the study with the

practical implications and limitations are discussed.

Findings of the Study: This study was an attempt to find
the relationship between OLC and employees tumover
intentions through job satisfaction and two dinensional
citizenship behavior. We were able to find the following:

Firstly when the employee’s of an organization
perceive learning culture then they wants to stay with the
orgamization. This finding was consistent with the
findings of [27] It was also noted that an orgamzation
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with high learning culture not only increase employee’s
satisfaction but also increased their citizenship behaviors
towards organization and individuals. These findings
were consistent with eh findings of [26]. [26], find the
relationship between OLC and overall citizenship
behaviors but here n the present study two dimensional
OCB was tested. Furthermore, a negative and significant
correlation was found among job satisfaction, OCB-T and
OCB-0O with employee’s turnover mtentions. This means
that satisfaction and citizenship behaviors
employee’s mtention to leave the orgamzation. These
findings were consistent with the findings of [45, 55].
Secondly, an indirect effect of OLC on turnover

reduce

mtentions was found through job satisfaction. This
means that job satisfaction performs the role of mediator
between them and helps emplovee to reduce their
intention to leave. [15], also noted the same results among
U.S professionals.

Thirdly, OCB-I and OCB-O were also found to
perform the role of mediator between OLC and employees
turnover intentions. This finding has never been tested
by the earlier researchers. But this finding was a bit
consistent with the finding of Jo [26] who found overall
OCB as mediator between OLC and knowledge sharing.

Theoretical and Practical Implication: The present study
integrated, psychological, cultural and behavioral aspect
of employee’s tumover intentions. The findings have
implications for OB and HR field in addition to this
contributing in understanding turnover intentions.

The present study support the notion that social
collectivity brings citizenship behaviors m the
organization [48]. In the presence of strong group solidity
employees voluntary ready to give up their own goals for
the sake of entire orgamzation. The present study evident
that organizational culture influence on organizational
unity which further promotes learning of organization
through employee’s psychological attachment.

Another implication of the present study is that the
construct OLC 18 valid in predicting two dimensional OCB,
Job satisfaction and employee’s tumover intentions.
Furthermore OLC 13 not duwectly linked with the
employee’s turnover intentions but also associated with
citizenship  behaviors  towards individuals and
organizations and job satisfaction that enhance the
relation. This study confirms the argument given by [43]
that job satisfaction might play the role of mediator
between two variables i.e. independent and dependant.

This was the first study which focuses the

relationship between OLC and two dimensional OCB.
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We believe that employees perception of learning culture
change their perceptions towards orgamzation and
enhance their OCB-I and OCB-0O which ultimately reduce
their turnover intentions. But when organizations provide
employee’s such learmng
citizenship behaviors towards organization would be more
as compared towards mdividuals. Social exchange theory
and organizational support theory also confirmed the
same.

In summing up, HR practitioners should encourage a
learmning environment with unity and mutual trust to
reduce the employee’s intentions to leave and enhance
their citizenship behaviors.

environment then their

Limitations and Future Direction: The present study
contains certain limitations 1.e. firstly; the study based on
the self reporting mdicators and volunteer participation of
the respondents. This might create hindrance in its
generalizability. Secondly, female respondents dominant
the amount of data as males. This distribution might
produce female bias results. Another limitation is that the
present study was based on the cross sectional survey
method which leaves room for further study. Furthermore
the results produces by the study were based on similar
demographics. To overcome these limitations longitudinal
studies should be conducted. Furthermore to enhance the
generalizability same study should be conducted in
different countries and sectors.

Results of present study has
employee’s perception of learming culture mcrease their
citizenship behaviors towards orgamization (OCB-O)
while, employee’s strong and healthy relations with their
leaders and colleagues might mfluence on their citizenship
behaviors towards individuals (OCB-T). Thus future
should work on the relationship of
organizational learning culture, leader member exchange
and citizenship behaviors.

confirmed that

researchers

CONCLUSION

In this competitive era retentions of key employees
are important for the sustainable competitive edge over its
nivals. Thus to reduce the employees intentions to leave
organizations should create a learning environment. Tt was
observed that organizations facilitate the element of
satisfaction and citizenship behaviors
employee’s turmnover. In addition to this to enhance
satisfaction and citizenship behaviors it is important to
promote learning culture in the organization. Finally it is

to reduce

hoped that researchers will pay attention to explore OLC
with different employee’s attitudes.
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