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Abstract

The present study aimed to investigate the relationship between dimensions of organizational culture and productivity with the mediating role of
organizational commitment and work ethic among employees of the National Bank of Iran using structural equation modeling. This applied study
employed a descriptive-survey correlational design. The statistical population consisted of all employees of the National Bank branches in Tehran,
estimated at approximately 100000 employees. Based on Morgan’s table, 384 participants were selected through multi-stage cluster sampling. Data were
collected using a researcher-made questionnaire consisting of 54 items and 11 components. The validity of the instrument was confirmed through content
validity and construct validity procedures, while reliability was verified using Cronbach’s alpha coefficient. Data analysis was performed using SPSS-27
and SmartPLS software, and structural equation modeling was applied to test the research hypotheses. The results indicated that organizational culture
had a significant direct effect on organizational commitment ($=0.63, p<<0.01), work ethic (=0.67, p<0.01), and employee productivity (3=0.28,
p<0.01). Organizational commitment ($=0.31, p<0.01) and work ethic (3=0.46, p<0.01) also had significant positive effects on productivity.
Furthermore, indirect effects analysis demonstrated that organizational commitment and work ethic significantly mediated the relationship between
organizational culture and productivity. Model fit indices including RMSEA=0.049, CFI=0.95, and X?/df=2.41 confirmed the satisfactory fit of the
proposed model. The findings demonstrated that organizational culture can enhance employee productivity through strengthening organizational
commitment and work ethic. Therefore, reinforcing organizational values, promoting ethical workplace environments, and increasing employee
organizational attachment can serve as effective strategies for improving productivity and organizational performance in the banking sector.
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Extended Abstract

Introduction

In contemporary organizations, especially within service-oriented institutions such as banks, organizational
productivity has become one of the most critical determinants of competitiveness, sustainability, and long-
term success. Rapid technological developments, increasing customer expectations, complex economic
conditions, and intensified market competition have compelled organizations to pay closer attention to internal
organizational dynamics and employee-related factors. Among these factors, organizational culture has
emerged as a fundamental construct influencing employee attitudes, ethical behavior, organizational
attachment, and overall performance. Organizational culture represents a shared system of values, beliefs,
norms, and behavioral expectations that shape employee interactions and guide organizational practices. A
strong organizational culture can create an environment characterized by trust, cooperation, responsibility, and
commitment, ultimately enhancing organizational productivity and effectiveness (Gogia et al., 2024; Rihal,
2025; Saudin, 2024). Previous studies have emphasized that organizations with ethical and value-oriented
cultures are more capable of fostering employee engagement, organizational citizenship behavior, and
sustainable performance outcomes (Cheng et al., 2024; Nguyen et al., 2024; Yang & Rosli, 2024). In the
banking sector, where employee behavior directly affects customer satisfaction, trust, and organizational

reputation, the importance of organizational culture becomes even more significant.



Organizational commitment is another critical factor affecting employee performance and organizational
effectiveness. Organizational commitment refers to the psychological attachment and emotional connection
employees develop toward their organization, leading to increased loyalty, participation, and willingness to
contribute to organizational goals. Employees with higher organizational commitment are generally more
motivated, more resilient in challenging work environments, and more inclined to engage in behaviors that
improve organizational outcomes. Research has consistently demonstrated positive relationships between
organizational commitment and job performance, work engagement, organizational citizenship behavior, and
employee retention (Gomes et al., 2022; Liaquat et al., 2023; Yang & Rosli, 2024). Ethical and supportive
organizational environments also play an important role in strengthening employee commitment and
enhancing work-related motivation (Alam et al., 2021; Ghaith & Shaheen, 2024; Sapta et al., 2021). In
banking institutions, where employees face high workloads, strict regulations, and constant interaction with
customers, organizational commitment can significantly contribute to improved service quality and operational
productivity.

Work ethic is another influential variable that has attracted increasing scholarly attention in organizational
behavior and human resource management literature. Work ethic refers to a set of moral principles,
professional values, and behavioral standards that guide employees toward responsibility, honesty, diligence,
discipline, and accountability. Ethical behavior in organizations is particularly important in financial
institutions because ethical violations can severely damage public trust and organizational credibility. Research
findings indicate that work ethic positively influences employee performance, organizational citizenship
behavior, job satisfaction, and innovative work behavior (Aflah et al., 2021; Arif et al., 2023; Atiya et al.,
2024). Ethical organizational climates and leadership styles also contribute to employee motivation,
cooperation, and positive organizational interactions (Hong et al., 2023; Nawaz et al., 2022; Phetsombat &
Na-Nan, 2023). Several studies have further highlighted the role of Islamic work ethics in strengthening
responsibility, justice orientation, and employee productivity, especially in Islamic banking contexts (Afrida
et al., 2024; Ridwansyah et al., 2023; Zaim et al., 2022). Therefore, examining the mediating role of work
ethic in the relationship between organizational culture and productivity appears particularly relevant for
banking organizations.

Productivity in modern organizations extends beyond operational efficiency and includes dimensions such as
service quality, employee effectiveness, customer satisfaction, innovation, and optimal resource utilization. In
banking institutions, employee productivity directly affects organizational profitability, customer loyalty, and
competitive positioning. Contemporary studies have emphasized that productivity is not solely determined by
technical or structural factors but is also shaped by organizational culture, ethical leadership, employee
commitment, and psychological engagement (Abdelwahed et al., 2024; Igbal et al., 2025; Nguyen et al.,
2024). Ethical organizational environments, supportive leadership, and strong cultural values can improve

employee morale and increase motivation for high-quality performance (Fakhrizni et al., 2024; Limpo &



Junaidi, 2022; Ma’rof et al., 2024). Despite the growing body of research on organizational culture, work
ethic, and organizational commitment, limited studies have simultaneously examined these variables within
the Iranian banking sector using structural equation modeling. Therefore, the present study aimed to investigate
the relationship between dimensions of organizational culture and productivity with the mediating role of
organizational commitment and work ethic among employees of the National Bank of Iran.

Methods and Materials

The present study was applied in terms of purpose and descriptive-survey in terms of methodology. The
research design was correlational and employed structural equation modeling to examine the relationships
among organizational culture, organizational commitment, work ethic, and productivity. The statistical
population included all employees of the National Bank branches located in Tehran, estimated at
approximately 100000 employees. Based on Morgan’s table, a sample size of 384 participants was selected.
Multi-stage cluster sampling was used to select participants from different branches and administrative units
of the bank.

Data were collected using a researcher-made questionnaire consisting of 54 items distributed across 11
components related to organizational culture, organizational commitment, work ethic, and productivity. The
questionnaire items were designed based on theoretical foundations and previous empirical studies and were
scored using a five-point Likert scale ranging from strongly disagree to strongly agree. The validity of the
instrument was confirmed through content validity ratio and construct validity procedures. The KMO index
and exploratory factor analysis confirmed the adequacy of the data structure for factor analysis. Reliability was
assessed using Cronbach’s alpha coefficient, and all dimensions demonstrated acceptable reliability values.
For data analysis, descriptive statistics including mean and standard deviation were calculated using SPSS-27
software. Structural equation modeling was performed using SmartPLS software to evaluate the measurement
and structural models. Path coefficients, t-values, and model fit indices were examined to test the research
hypotheses. Direct and indirect effects were also analyzed to evaluate the mediating roles of organizational
commitment and work ethic.

Findings

The demographic findings showed that 58.3 percent of the participants were male and 41.7 percent were
female. Most respondents belonged to the age group of 35 to 45 years. Regarding educational level, the
majority held bachelor’s and master’s degrees, and most participants had between 10 and 20 years of work
experience.

Descriptive statistics indicated that the mean scores of all research variables were above the theoretical average,
suggesting relatively favorable conditions regarding organizational culture, organizational commitment, work
ethic, and productivity among employees of the National Bank of Iran. Among the variables, work ethic

obtained the highest mean score, followed by organizational culture and productivity. Standard deviation




values demonstrated moderate dispersion and acceptable consistency in participant responses. Furthermore,
skewness and kurtosis indices confirmed the normal distribution of the data.

The correlation analysis revealed significant positive relationships among all research variables.
Organizational culture showed a strong positive correlation with organizational commitment, work ethic, and
productivity. The highest correlation coefficient was observed between work ethic and productivity, indicating
that employees with stronger ethical orientations tended to demonstrate higher levels of effectiveness and work
performance.

The results of structural equation modeling indicated that the proposed research model had acceptable fit
indices. The ratio of chi-square to degrees of freedom was within the acceptable range, while GFI, AGFI, CFl,
and NFI values exceeded the recommended threshold values. RMSEA was also below the acceptable limit,
confirming the adequacy of the model fit.

Path analysis results demonstrated that organizational culture had a positive and significant effect on
organizational commitment, work ethic, and employee productivity. Organizational culture exerted the
strongest direct effect on work ethic. Organizational commitment and work ethic also had significant positive
effects on productivity. In addition, the indirect effects analysis confirmed that organizational commitment and
work ethic significantly mediated the relationship between organizational culture and productivity. The
mediating effect of work ethic was stronger than that of organizational commitment, indicating that ethical
values and professional behavior play a substantial role in transforming organizational culture into productive
work outcomes.

Discussion and Conclusion

The findings of the present study demonstrated that organizational culture plays a fundamental role in
improving employee productivity in banking organizations. A supportive and value-oriented organizational
culture contributes to stronger employee commitment, enhanced ethical behavior, and improved organizational
performance. Employees working in environments characterized by trust, fairness, cooperation, and shared
organizational values are more likely to feel psychologically attached to the organization and more motivated
to contribute to organizational goals.

The study further revealed that organizational commitment significantly enhances employee productivity.
Employees who feel emotionally connected to their organization tend to display greater responsibility,
persistence, and willingness to perform beyond formal job requirements. In banking institutions, where service
quality and customer trust are essential, organizational commitment can substantially improve operational
effectiveness and customer satisfaction.

The results also highlighted the importance of work ethic in promoting employee productivity. Employees
with stronger ethical values demonstrated higher levels of accountability, discipline, honesty, and professional
responsibility. Ethical work environments encourage employees to perform their duties more effectively and

reduce behaviors that could negatively affect organizational performance or reputation. In the banking sector,



where ethical conduct directly influences customer confidence and organizational credibility, work ethic
represents a strategic organizational asset.

Another important finding of the study was the mediating role of organizational commitment and work ethic
in the relationship between organizational culture and productivity. These findings suggest that organizational
culture affects productivity not only directly but also indirectly by shaping employees’ ethical behavior and
organizational attachment. Therefore, organizations seeking to improve productivity should focus not only on
structural and operational improvements but also on strengthening ethical values, supportive organizational
climates, and employee commitment.

Overall, the study confirms that productivity in modern banking organizations is strongly influenced by human
and cultural factors. Organizational culture, organizational commitment, and work ethic collectively contribute
to the development of productive, motivated, and responsible employees. Consequently, managers and
policymakers in banking institutions should invest in strengthening organizational values, promoting ethical
leadership, enhancing employee participation, and creating supportive work environments that foster
commitment and ethical behavior. Such initiatives can ultimately improve organizational productivity, service

quality, and long-term organizational sustainability.
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