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ABSTRACT  
Employee commitment plays a critical role in driving work performance, significantly impacting organizational 

outcomes (Meyer & Allen, 1991). This concept paper intends to study the relationship between employee 

commitment and work performance with organisational identity as the mediator. Organizational identity reflects 

employees' alignment with their values and mission, shaping their self-concept and motivating their performance 

(Albert & Whetten, 2000). Work performance encompasses key metrics such as task efficiency, quality, 

teamwork, and organizational citizenship behaviors (Borman & Motowidlo, 1993). While much research exists 

on the link between employee commitment and performance (Meyer & Herscovitch, 2001), limited attention has 

been given to the role of organizational identity in this dynamic. This conceptual study addresses this gap by 

proposing a theoretical framework and hypotheses grounded in existing literature. The study highlights how 

organizations can harness employee commitment and organizational identity to achieve superior performance 

outcomes. Practical implications suggest fostering emotional attachment through policies that enhance affective 

commitment (Allen & Meyer, 1990) and reinforcing organizational identity through clear communication of 

values and culture (Ashforth & Mael, 1989). Hence, organizations can improve employee work performance by 

ensuring employees’ goals and values are aligned with the organisation. Finally, the conceptual paper strives to 

contribute new knowledge by examining the relationship between employee commitment and work performance 

with organizational identity as the mediator. 
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INTRODUCTION  

 

Employee commitment significantly influences work performance by fostering motivation, 

engagement, and organizational loyalty. Committed employees tend to be more productive, display 

proactive work behavior, and align their actions with the strategic goals of the organization (Kumari 

& Afroz, 2021; Alrowwad et al., 2020). Organizational identity, defined as the degree to which 

employees perceive a shared sense of values, purpose, and vision with their organization, has recently 

emerged as a key psychological factor that can mediate this relationship (He & Brown, 2021; Sarwar 

et al., 2022). When employees strongly identify with their organization, their personal goals are more 

likely to align with organizational objectives, thereby enhancing their intrinsic motivation and 

performance outcomes (Zhu et al., 2020). 

Despite the extensive literature on the direct relationship between employee commitment 

and work performance, the mediating role of organizational identity remains underexplored. Existing 

studies offer preliminary insights but lack a cohesive theoretical framework that integrates these 

constructs (Fatima & Bilal, 2022). Therefore, this conceptual paper aims to address this gap by 

proposing a framework that investigates the mediating influence of organizational identity on the 

commitment–performance relationship. The paper also explores the practical implications, strengths, 

and limitations of this framework, along with formulating relevant research hypotheses. Ultimately, 

this study seeks to contribute to a deeper understanding of how organizations can strategically 
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enhance employee commitment and identity alignment to achieve sustained performance 

improvements. 

 

 

BACKGROUND 

 

Employee performance remains a cornerstone of organizational success in today's fast-paced and 

competitive business environment. Employee commitment, which encompasses an individual's 

psychological attachment, emotional investment, and loyalty to their organization, has been 

consistently linked to enhanced job performance and organizational outcomes (Meyer & Allen, 1991; 

Meyer & Morin, 2016). Recent studies affirm that committed employees exhibit higher levels of 

motivation, proactive behavior, and alignment with organizational values, which translates into 

superior work performance (Alrowwad et al., 2020; Kumari & Afroz, 2021). 

Organizational identity, defined as employees’ shared understanding and internalization of 

an organization’s values, mission, and vision, plays a pivotal role in shaping employee attitudes and 

behaviors (Albert & Whetten, 2000; He & Brown, 2021). When employees perceive a strong 

alignment between their personal identity and the organization's identity, they tend to develop a 

deeper sense of belonging and purpose, which enhances their engagement and productivity (Sarwar 

et al., 2022). This perception reinforces commitment and translates into improved individual and 

collective performance outcomes. 

Although previous research has established the positive effects of employee commitment on work 

performance, the mediating role of organizational identity in this relationship remains underexplored. 

Emerging literature suggests that organizational identity may act as a psychological mechanism that 

channels the impact of commitment into productive behaviors and enhanced job performance (Zhu et 

al., 2020; Fatima & Bilal, 2022). 

Therefore, this conceptual paper aims to address this gap by investigating how organizational 

identity mediates the relationship between employee commitment and work performance, offering 

deeper insights into organizational behavior and human resource development. 

 

 

PROBLEM STATEMENT  

 

Despite the extensive body of literature on employee commitment and work performance, 

there remains a critical gap in understanding how organizational identity mediates this relationship, 

particularly in today’s fast-evolving work environment. The emergence of hybrid and remote work 

arrangements, shifting generational expectations, and an increased focus on personal meaning and 

psychological well-being have transformed how commitment and organizational identity function in 

contemporary workplaces. 

Historically, employee commitment was closely tied to long-term loyalty and job security. 

However, in the modern context, commitment has become more individualized and value-driven. 

Employees—especially from younger generations such as millennials and Gen Z—now prioritize 

flexibility, purpose, and alignment with personal values over tenure or obligation. This shift calls into 

question the relevance of earlier commitment models, such as Meyer and Allen’s (1991) three-

component framework, which conceptualizes commitment as affective (emotional attachment), 

continuance (cost-based), and normative (sense of obligation). 

Among these components, affective commitment has consistently shown the strongest and 

most positive relationship with work performance. Employees who are emotionally connected to their 

organization tend to display higher engagement, motivation, and willingness to contribute beyond 

formal job requirements (Meyer et al., 2002; Allen & Grisaffe, 2001). In contrast, continuance 

commitment, which is based on the perceived costs of leaving an organization, often results in 
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minimal discretionary effort. Employees may stay in their roles due to financial or career-related 

constraints, but not because they are genuinely engaged (Wu & Zhang, 2023). This form of 

commitment is frequently linked with stagnation, reduced innovation, and a compliance-based 

mindset, which limits its effectiveness in fostering high performance. 

Similarly, normative commitment, rooted in a sense of obligation or duty, has shown mixed 

and often weaker associations with performance outcomes. While it may motivate employees to 

remain with an organization, this sense of obligation does not necessarily translate into proactive 

behaviors or enthusiasm for the job. In some cases, normative commitment may even generate 

feelings of guilt or emotional burden, which can negatively affect employee well-being and 

productivity (Somers & Birnbaum, 1998; Nguyen & Li, 2022). These findings suggest that both 

continuance and normative commitment lack the intrinsic motivational quality that affective 

commitment provides. 

At the same time, organizational identity—the extent to which employees internalize and 

align with their organization's values, mission, and culture—has become increasingly crucial in 

shaping employee attitudes and behaviors. In modern workplaces, particularly those operating 

remotely or across diverse global teams, fostering a shared sense of identity has become more 

challenging. Studies by Gomes et al. (2022) and Rahman and Idris (2021) emphasize that 

organizational identity enhances job engagement and performance, especially when employees 

perceive a meaningful connection between their personal values and organizational goals. However, 

factors such as reduced in-person interaction, cultural misalignment, and weak leadership 

communication often dilute this connection, leading to disengagement and lower productivity 

(Epitropaki & Martin, 2005; Pratt, 1998). 

Despite its significance, organizational identity is often overlooked as a mediating factor 

between commitment and performance. Moreover, it is frequently treated as a static construct rather 

than a dynamic and context-sensitive factor, shaped by ongoing communication, leadership behavior, 

and organizational culture. 

Therefore, this conceptual paper seeks to address two key research gaps: 

1. How does organizational identity mediate the relationship between employee 

commitment and work performance, particularly in modern work environments where traditional 

social bonds and identification cues are diminished? 

2. Why is affective commitment more effective than continuance or normative 

commitment in predicting work performance, especially when aligned with a dynamic and well-

communicated sense of organizational identity? 

By addressing these questions, this study aims to modernize commitment theory, highlight 

the centrality of affective commitment, and propose a contemporary framework that integrates 

organizational identity as a mediating mechanism. The findings will offer theoretical and practical 

insights to help organizations enhance employee motivation, engagement, and ultimately, 

performance. 
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LITERATURE REVIEW 

 

The literature review is focused on the study's key variables – employee commitment, organizational 

identity, and employee work performance – to establish the theoretical foundation and identify 

research gaps. Meyer and Allen's (1991) three-component model highlights the emotional, cost-based, 

and moral dimensions of commitment and their effects on work behaviors. 

Organizational identity, reflecting employees' alignment with their organization's values and 

mission, is explored as a mediator linking employee commitment to work performance. Although 

organisational identity is critical, its effect as a mediator has not been deeply explored. Campbell 

(1990) proposed that employee work performance consists of two aspects which focus on 

organisational task completion and goals. This literature review explores the theoretical framework 

and hypotheses, forming the foundation for the study. 

Recent scholarship has revisited the core constructs of commitment and identity in light of 

technological disruption and generational shifts. Huang and Singh (2024) emphasized that 

psychological identification with organizational goals enhances self-regulation and job engagement. 

Similarly, Gomes et al. (2022) found that remote employees with high organizational identity were 

more likely to exhibit proactive work behaviors, suggesting its importance as a mediating construct. 

Modern views on commitment extend beyond the three-component model. For example, Wu and 

Zhang (2023) examined emotional labor and showed that affective commitment was most predictive 

of contextual performance, especially in service industries. Conversely, continuance commitment 

showed a negative relationship with innovation and collaboration—emphasizing its outdated 

motivational value. 

In the context of identity, Rahman and Idris (2021) found that a strong sense of 

organizational identity contributes to reduced employee cynicism and higher innovation, a critical 

mediator linking commitment to outcomes. Yet, despite these findings, no model integrates these 

newer insights into a comprehensive framework exploring mediation in depth. 

 

 

EMPLOYEE COMMITMENT AND WORK PERFORMANCE 

 

Work performance refers to the extent to which employees effectively fulfill their roles and contribute 

to the achievement of organizational goals. It is widely recognized as a multidimensional construct 

encompassing both task performance—the direct execution of job-specific duties—and contextual 

performance, which includes discretionary behaviors such as teamwork, cooperation, adaptability, 

and organizational citizenship behaviors (Koopmans et al., 2021; Campbell, 1990). High work 

performance is typically characterized by productivity, quality of output, problem-solving initiative, 

and proactive contributions beyond formal job requirements (Li, Ibrahim, & Mustapha, 2019). Given 

the growing complexity of organizational demands in a hybrid and digitalized work environment, 

understanding the psychological factors that influence performance is more relevant than ever (Huang 

& Singh, 2024). 

One of the most influential predictors of work performance is employee commitment, 

particularly affective commitment, which refers to the emotional attachment an employee feels 

toward their organization (Meyer & Allen, 1991). Employees with high affective commitment tend 

to identify closely with organizational values and are more likely to exert extra effort, show loyalty, 

and engage in behaviors that enhance team and organizational outcomes. Recent studies reinforce 

this. Wu and Zhang (2023) found that affective commitment was a strong predictor of contextual 

performance in service roles, particularly those requiring emotional labor. Similarly, Nguyen and Li 

(2022) observed that millennial employees with higher affective commitment displayed greater 

engagement, adaptability, and resilience, all of which contributed positively to performance. 
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In contrast, continuance commitment—based on the perceived costs of leaving an 

organization—and normative commitment—a sense of obligation to remain—have been found to be 

less effective or even detrimental in predicting high performance. Continuance commitment often 

results in passive compliance, where employees remain with the organization due to necessity rather 

than genuine motivation, leading to minimal discretionary effort and lower innovation (Wu & Zhang, 

2023). Normative commitment, while occasionally linked to organizational loyalty, can create 

internal conflict or emotional strain, particularly when it lacks alignment with personal goals or 

organizational culture (Nguyen & Li, 2022). 

Meta-analytical findings continue to support the dominant role of affective commitment. For 

example, Riketta (2002) and Mathieu and Zajac (1990) highlighted a strong correlation between 

affective commitment and desirable organizational outcomes such as reduced turnover, enhanced job 

satisfaction, and higher performance. More recently, Gomes et al. (2022) emphasized that in remote 

and hybrid work environments, employees with stronger affective commitment maintained higher 

levels of initiative and job engagement, reinforcing its significance in modern contexts. 

In summary, affective commitment remains the most robust and consistent predictor of 

employee work performance, as it is driven by emotional investment and value alignment rather than 

obligation or necessity. Organizations seeking to enhance performance should therefore focus on 

fostering affective commitment through practices that promote meaningful work, psychological 

safety, and shared purpose. These insights support the hypothesis that employee commitment—

particularly its affective dimension—has a significant and positive impact on employee work 

performance. 

 

 

ORGANISATIONAL IDENTITY AND EMPLOYEE WORK PERFORMANCE 

 

Organizational identity refers to the shared perception among members of what the organization 

fundamentally represents—its core values, mission, and culture—which shapes both internal and 

external understandings of the organization’s character (Albert & Whetten, 2000). When employees 

internalize these values, organizational identity becomes an integral part of their self-concept. This 

identification fosters behavioral alignment, as employees who strongly identify with their 

organization are more likely to act in ways that support collective goals, thereby enhancing 

motivation, engagement, and overall work performance (Ashforth & Mael, 1989; Rahman & Idris, 

2021). 

Recent studies continue to affirm this positive relationship. For instance, Gomes, Pereira, 

and Costa (2022) found that employees with strong organizational identity during remote work 

transitions demonstrated higher resilience, engagement, and initiative, particularly in settings where 

traditional workplace structures were disrupted. Similarly, Huang and Singh (2024) highlighted that 

organizational identity enhances self-regulation and clarity of purpose, which are critical to 

maintaining performance consistency in hybrid and fast-paced environments. In high-performing 

teams, a strong identity fosters psychological safety and collective ownership of success (Wu & 

Zhang, 2023). 

Earlier foundational research remains relevant. Dutton, Dukerich, and Harquail (1994) 

demonstrated that employees who closely identify with their organization are more likely to perceive 

organizational achievements and challenges as personal, increasing their discretionary effort. Bartel 

(2001) found that such identity strengthens collaboration and problem-solving, while Carmeli, Gilat, 

and Waldman (2007) linked strong organizational identification to emotional engagement and 

improved workplace behavior. Riketta’s (2005) meta-analysis further confirmed a positive correlation 

between organizational identification and outcomes such as job satisfaction and productivity. 

Likewise, Edwards and Peccei (2010) argued that organizational identity contributes to psychological 

fulfillment, which reinforces commitment and enhances performance. 
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However, the influence of organizational identity as a mediating factor is not without 

limitations. Over-identification may lead to emotional overinvestment, stress, and burnout, especially 

in high-pressure or crisis-prone environments (Pratt, 1998). Recent research echoes these concerns: 

Rahman and Idris (2021) noted that excessive alignment with organizational identity, in the absence 

of adaptive leadership, can suppress individual creativity and increase resistance to change. 

Additionally, the mediating effect of organizational identity is often context-sensitive. Epitropaki and 

Martin (2005) and Van Knippenberg (2000) pointed out that identity effectiveness can be weakened 

when there are misalignments in leadership style, culture, or communication, leading to confusion, 

detachment, or resistance. Abrams, Ando, and Hinkle (1998) further emphasized that fragmented or 

inconsistent leadership undermines shared identity, reducing its potential to positively influence 

performance. 

In summary, while organizational identity is generally a positive force for enhancing work 

performance, its effectiveness as a mediating factor depends heavily on contextual factors such as 

leadership, communication, and organizational culture. When thoughtfully cultivated, organizational 

identity can align employee behaviors with strategic goals, thereby enhancing motivation, 

performance, and commitment in a sustainable manner. 

 

 

EMPLOYEE COMMITMENT AND ORGANISATIONAL IDENTITY  

 

The relationship between employee commitment and organizational identity plays a critical role in 

shaping workplace motivation, engagement, and performance—particularly when reinforced through 

effective internal communication (Huang & Singh, 2024). Strong employee commitment, especially 

affective commitment, enhances an employee’s psychological connection to the organization, while 

organizational identity helps employees align their personal values with the broader mission of the 

organization. This dynamic relationship fosters a shared sense of purpose and deepens both emotional 

attachment and goal alignment. 

Recent studies have reinforced the importance of this connection. Gomes et al. (2022) found 

that when organizational identity is clearly communicated and emotionally resonant, it significantly 

strengthens employee commitment, even in remote and hybrid work settings. Similarly, Wu and 

Zhang (2023) emphasized that organizational identity serves as a motivational anchor for committed 

employees, reinforcing collaborative behavior and role ownership. Effective communication of 

organizational values, vision, and culture enhances this connection, as noted by Smidts, Pruyn, and 

Van Riel (2001), who demonstrated that consistent messaging builds both identity and commitment 

simultaneously. 

Earlier research also supports this interplay. Rousseau (1998) observed that employees with 

high affective commitment often internalize organizational goals, becoming more engaged and 

willing to exceed job expectations. Meyer and Herscovitch (2001) similarly argued that strong 

affective commitment enhances identification with the organization’s values and long-term direction. 

Bartel (2001) found that employees involved in community outreach roles who identified strongly 

with their organization were more committed, collaborative, and proactive in problem-solving. 

Furthermore, Dutton, Dukerich, and Harquail (1994) highlighted that employees who perceive a clear 

alignment between their personal goals and the organization’s purpose are more likely to sustain 

commitment and exert discretionary effort. 

However, this relationship is not without complexity. The absence of effective 

communication or leadership support can weaken the commitment–identity link. Edwards and Peccei 

(2007) demonstrated that organizations lacking cohesive narratives or value communication may 

foster disengagement, leading to uncertainty about roles and decreased motivation. Epitropaki and 

Martin (2005) further warned that cultural and leadership misalignments could disrupt the 

commitment–identity relationship, making it harder for employees to find personal meaning in 
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organizational affiliation. Similarly, Van Dick (2001) cautioned against overemphasizing 

organizational identity at the expense of individual skills and team dynamics, as this may suppress 

creativity or undervalue personal strengths. 

In summary, the interplay between employee commitment and organizational identity is a 

powerful driver of performance and engagement, particularly when supported by authentic and 

consistent communication of organizational values. However, this relationship must be carefully 

managed to avoid overidentification or neglect of other performance factors such as individual 

capabilities, team collaboration, and leadership support. Organizations that strike a balance between 

fostering emotional commitment and reinforcing shared identity are better positioned to cultivate 

high-performing and resilient workforces. 

  

 

THEORETICAL FOUNDATION AND THE VARIABLES 

 

This conceptual paper is grounded in two key theoretical frameworks: Social Identity Theory (Tajfel 

& Turner, 1979) and Meyer and Allen’s (1991) Three-Component Model of Organizational 

Commitment. Together, these theories provide the foundation for understanding how employees’ 

psychological connection to their organization influences their performance. 

`The Social Identity Theory (SIT) posits that individuals derive part of their self-concept from the 

groups and organizations to which they belong (Tajfel & Turner, 1979). In an organizational context, 

organizational identity reflects how employees perceive, internalize, and align with the organization’s 

values, mission, and culture. When employees identify strongly with their organization, they are more 

likely to feel a sense of belonging, adopt shared goals, and engage in behaviors that benefit the 

collective. Thus, SIT provides the theoretical basis for conceptualizing organizational identity as a 

mediating variable—it explains why employees’ connection to organizational values may influence 

how their commitment translates into performance. 

The Three-Component Model of Commitment developed by Meyer and Allen (1991) breaks 

down employee commitment into three dimensions: i.) Affective Commitment: An emotional 

attachment to, and involvement with, the organization. It is based on wanting to stay; ii.) Continuance 

Commitment: A calculative attachment based on the perceived costs of leaving. It is based on needing 

to stay; and iii.) Normative Commitment: A sense of obligation to remain with the organization. It is 

based on the feeling that one ought to stay. 

These components capture the psychological bond between the employee and the 

organization and represent the independent variable in this study. Among the three, affective 

commitment is consistently found to be the strongest predictor of positive work outcomes, while 

continuance commitment is often linked to low intrinsic motivation, and normative commitment has 

mixed results, depending on cultural and contextual factors (Wu & Zhang, 2023; Nguyen & Li, 2022). 

This study focuses on three core variables: employee commitment, organizational identity, and 

employee work performance. Employee commitment serves as the independent variable and is 

examined through Meyer and Allen’s (1991) three-component model, which includes affective, 

normative, and continuance commitment. Affective commitment, reflecting emotional attachment to 

the organization, is expected to have the strongest positive influence on performance. In contrast, 

continuance and normative commitment may exert weaker or more context-dependent effects. 

Organizational identity is positioned as the mediating variable, representing the extent to which 

employees internalize and align with their organization's values and mission. According to Social 

Identity Theory (Tajfel & Turner, 1979), such alignment enhances motivation, cohesion, and role 

clarity—particularly in dynamic or decentralized work environments (Gomes et al., 2022). Finally, 

employee work performance is the dependent variable, conceptualized as a multidimensional 

construct encompassing both task performance—the execution of core job responsibilities—and 

contextual performance, which includes discretionary behaviors such as teamwork, adaptability, and 
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organizational citizenship behaviors (Koopmans et al., 2021). This framework enables a 

comprehensive analysis of how different forms of commitment, mediated by identity, influence work 

outcomes. 

By integrating the Social Identity Theory and the Three-Component Commitment Model, 

this conceptual framework seeks to explain not only whether employee commitment affects 

performance, but how and why that relationship occurs. Specifically, it proposes that organizational 

identity enhances the motivational quality of commitment, especially affective commitment, by 

aligning employee values with organizational goals. This theoretical alignment sets the foundation 

for the study’s proposed hypotheses and the exploration of organizational identity as a dynamic, 

context-sensitive mediator. 

 

 

THEORETICAL FRAMEWORK AND SUGGESTED HYPOTHESES  

 

The conceptual framework is grounded in Social Identity Theory (Tajfel & Turner, 1979) and the 

Three-Component Model of Commitment (Meyer & Allen, 1991). The integration of these theories 

provides a more holistic view: 

1.   Employee Commitment (IV): Comprising affective, continuance, and normative components. 

This variable reflects the emotional and psychological bond employees have with their 

organization. 

2. Organizational Identity (MV): Reflects the degree of identification with organizational goals, 

culture, and values, aligning with Social Identity Theory. 

3.   Employee Work Performance (DV): Includes task and contextual performance, reflecting both 

role fulfillment and discretionary contributions. 

This alignment helps explain not only the “what” but also the “why” behind employee performance 

outcomes. 

Therefore, the theoretical framework posits that employee commitment affects work 

performance directly and indirectly, with organizational identity as a mediating factor.   

 

 
Figure 1: The Theoretical Framework 

 

The theoretical research construct in Figure 1 illustrates the relationships between the 

independent variable (IV) (Employee Commitment), the mediating variable (MV) (Organizational 

Identity), and the dependent variable (DV) (Employee Work Performance). 
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SUGGESTED RESEARCH HYPOTHESES  

 

H1: Employee commitment positively influences organizational identity. 

H2: Organizational identity mediates the relationship between employee commitment and employee 

work performance. 

H3: Employee commitment positively influences employee work performance. 

 

 

MEASUREMENT OF VARIABLES  

 

The following validated instruments are proposed to measure the key constructs in this study: 

i.) Employee Commitment: Three-Component Commitment Scale (TCCS) by Meyer and Allen, as 

updated by Meyer et al. (2020) – Tables 1, 2 and 3. 

ii.) Organizational Identity: Updated Organizational Identification Questionnaire (OIQ-2021), which 

integrates cultural alignment and psychological safety (Gomes et al., 2022) – Table 4 

iii.) Work Performance: Individual Work Performance Questionnaire (IWPQ) developed by 

Koopmans et al. (2021), covering task and contextual performance – Table 5 

 
Table 1: Employee Commitment (AC) (IV) 
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Table 2: Continuance Commitment (CC) (IV). Items marked with (R) are reverse-scored. 

 
Table 3: Normative Commitment (NC) (IV). Items marked with (R) are reverse-scored. 
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Table 4: Organisational Identity (MV) 

 
Table 5: Work performance (DV) 

 
Employee Commitment is measured using the updated Three-Component Commitment 

Scale (TCCS) developed by Meyer et al. (2020), which captures the three core dimensions of 

commitment: affective, continuance, and normative. 

a) Affective commitment (AC) reflects the emotional attachment and identification an 

employee has with the organization. It is widely recognized as the strongest predictor of positive work 

behaviors such as discretionary effort, loyalty, and intrinsic motivation. 

b) Continuance commitment (CC) captures the perceived costs associated with leaving the 

organization. It reflects a more calculative form of attachment, often influenced by job security, career 

stability, and personal investment. 

c) Normative commitment (NC) refers to a sense of moral obligation to remain with the 

organization, often stemming from cultural or social expectations. 
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Together, these three dimensions provide a comprehensive understanding of employee 

commitment, making the TCCS a suitable instrument for analyzing the different ways employees' 

psychological ties to the organization influence work performance—especially when mediated by 

organizational identity. Organizational Identity is assessed using the Organizational Identification 

Questionnaire (OIQ-2021), as updated by Gomes et al. (2022). This modern version expands on 

earlier models by incorporating key elements such as cultural alignment, shared values, and 

psychological safety. These dimensions allow researchers to capture how employees perceive their 

integration into the organization’s mission and whether they see the organization’s identity as part of 

their own. This aligns with the study’s focus on organizational identity as a dynamic mediating 

variable in the commitment–performance relationship. Work Performance is measured using the 

Individual Work Performance Questionnaire (IWPQ) developed by Koopmans et al. (2021). This 

validated tool assesses both task performance (e.g., productivity, quality, and goal achievement) and 

contextual performance (e.g., teamwork, adaptability, and helping behavior), as well as 

counterproductive work behaviors. The IWPQ offers a broad and nuanced view of employee 

effectiveness, enabling the study to assess how various forms of commitment—when aligned with 

organizational identity—contribute to overall performance. 

 

 

DISCUSSION  

 

This paper offers a novel theoretical contribution by positioning organizational identity as a dynamic 

and context-sensitive mediator in the relationship between employee commitment and work 

performance. Departing from traditional models that often conceptualize organizational identity as a 

fixed or inherent trait, this study reconceptualizes identity as a fluid construct—shaped by factors 

such as leadership style, internal communication, and cultural alignment. This dynamic perspective 

reflects the evolving nature of modern organizations and the shifting expectations of today’s 

workforce. 

The uniqueness of this framework lies in its focus on affective commitment—the emotional 

attachment employees feel toward their organization—and its interaction with a well-developed sense 

of organizational identity. The model posits that when affective commitment is reinforced by strong 

organizational identification, it leads to enhanced task performance and contextual performance, such 

as collaboration, adaptability, and discretionary effort. This interplay has received limited attention 

in prior literature. 

Moreover, the integration of contemporary constructs such as psychological safety and organizational 

agility provides a timely and relevant lens to examine performance outcomes. These elements 

acknowledge the importance of trust, adaptability, and emotional security in sustaining commitment 

and maximizing performance in today’s rapidly changing work environments. 

 

 

PRACTICAL IMPLICATIONS 

 

Organizations can leverage these conceptual ideas to enhance employee commitment, such as 

implementing human resource policies and practices that foster affective, continuance, and normative 

commitment. 
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CONCLUSION  

 

This concept paper highlights the importance of employee commitment and organizational identity in 

influencing work performance. Organizations can adopt the above concept ideas to devise human 

resources policies to improve work-life balance and ensure organizational success. It is recommended 

that future studies empirically test the proposed framework using qualitative methodologies (Zhang 

& Abd. Rahim, 2024) for further validation. 

 

 

AUTHORS BIOGRAPHY 

 

Isaac Soong is a senior manager at DyStar Singapore Pte Ltd, holding the Global Quality and 

Compliance Management position. He holds a bachelor's and master’s degree in mechanical 

engineering from Nanyang Technological University and a master’s in business administration from 

the University of Sunderland. He is a PhD candidate from the Department of Communication, FBHIS, 

Infrastructure University of Kuala Lumpur (IUKL). His research interest is in organisational 

communication. Email: soong.isaac@dystar.com. 

 

Faridah Ibrahim, PhD is a Professor at the Department of Communication, Faculty of Business, 

Information & Human Sciences (FBIHS), Infrastructure University Kuala Lumpur (IUKL). She 

obtained her PhD in Journalism and Organizational Communication at Universiti Putra Malaysia, 

twinning with SJMC University of Minnesota Twin Cities, USA. Her research interests are Peace and 

War Journalism, Organisational Communication, Media Management and Gender, Professionalism 

and Ethics. Email:faridah@iukl.edu.my. 

 

 

REFERENCES 

 

Abrams, D., Ando, K., & Hinkle, S. (1998). Psychological attachment to the group: Cross-cultural 

differences in organizational identification and subjective norms as predictors of workers’ 

turnover intentions. Personality and Social Psychology Bulletin, 24(10), 1027–1039. 

https://doi.org/10.1177/01461672982410001 

Albert, S., & Whetten, D. A. (2000). Organizational identity. In Organizational Identity (pp. 89–118). 

Oxford University Press. https://doi.org/10.1093/oso/9780199269464.003.0007 

Allen, N. J., & Grisaffe, D. B. (2001). Employee commitment to the organization and customer 

reactions: Mapping the linkages. Human Resource Management Review, 11(3), 209–236. 

https://doi.org/10.1016/S1053-4822(00)00049-8 

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance and 

normative commitment to the organization. Journal of Occupational Psychology, 63(1), 1–18. 

https://doi.org/10.1111/j.2044-8325.1990.tb00506.x 

Angle, H. L., & Perry, J. L. (1981). An empirical assessment of organizational commitment and 

organizational effectiveness. Administrative Science Quarterly, 26(1), 1–14. 

https://doi.org/10.2307/2392596 

Bartel, C. A. (2001). Social comparisons in boundary-spanning work: Effects of community outreach 

on members’ organizational identity and identification. Administrative Science Quarterly, 

46(3), 379–413. https://doi.org/10.2307/3094869 

Becker, T. E., Randall, D. M., & Riegel, C. D. (1995). The multidimensional view of commitment 

and the theory of Reasoned Action: A comparative evaluation. Journal of Management, 21(4), 

617–638. https://doi.org/10.1177/014920639502100402 

mailto:faridah@iukl.edu.my
https://doi.org/10.1016/S1053-4822(00)00049-8
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.2307/2392596
https://doi.org/10.2307/3094869
https://doi.org/10.1177/014920639502100402


International Journal of Infrastructure Research and Management   

Vol. 13(1) June 2025, pp. 24 - 38 

 

 
ISSN Print: 2811-3608 

ISSN Online: 2811-3705  37 

https://iukl.edu.my/rmc/publications/ijirm/ 

Campbell, J. P. (1990). Modeling the performance prediction problem in industrial and organizational 

psychology. In M. D. Dunnette & L. M. Hough (Eds.), Handbook of industrial and 

organizational psychology (Vol. 1, pp. 687–732). Consulting Psychologists Press. 

https://www.scirp.org/reference/ReferencesPapers?ReferenceID=1696235 

Carmeli, A., Gilat, G., & Waldman, D. A. (2007). The role of perceived organizational performance 

in organizational identification, adjustment and job performance. Journal of Management 

Studies, 44(6), 972–992. https://doi.org/10.1111/j.1467-6486.2007.00691.x 

Chang, Y., & Lin, S. (2021). Rethinking employee commitment in the digital workplace. Journal of 

Organizational Psychology, 21(4), 45–59. 

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

identification. Administrative Science Quarterly, 39(2), 239–263. 

Edwards, M. R., & Peccei, R. (2010). Perceived organizational support, organizational identification, 

and employee outcomes. Journal of Organizational Behavior, 31(1), 57–72. 

Epitropaki, O., & Martin, R. (2005). From ideal to real: A longitudinal study of the role of implicit 

leadership theories on leader-member exchanges and employee outcomes. Journal of Applied 

Psychology, 90(4), 659–676. 

Gomes, A., Pereira, J., & Costa, R. (2022). Organizational identity and employee resilience during 

remote work transitions. European Journal of Management Studies, 27(3), 221–237. 

https://doi.org/10.1108/EJMS-04-2022-0085 

Huang, Y., & Singh, C. K. S. (2024). English reading performance, learning interest and motivation 

status in vocational college within Guizhou Province, China. International Journal of 

Infrastructure Research and Management, 12(1), 83–92. 

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., van Buuren, S., van der Beek, A. J., & de Vet, 

H. C. (2021). Development of an individual work performance questionnaire. Journal of 

Occupational and Environmental Medicine, 63(1), 59–67. 

Li, S., Ibrahim, F., & Mustapha, S. M. (2019). Factors contributing to organisational climate: 

Evidences from small medium enterprises in China. Infrastructure University Kuala Lumpur 

Research Journal, 7(2). 

Likert, R. (1932). A technique for the measurement of attitudes. Archives of Psychology, 22(140), 1–

55. 

Mael, F., & Ashforth, B. E. (1992). Alumni and their alma mater: A partial test of the reformulated 

model of organizational identification. Journal of Organizational Behavior, 13(2), 103–123. 

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents, correlates, and 

consequences of organizational commitment. Psychological Bulletin, 108(2), 171–194. 

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational 

commitment. Human Resource Management Review, 1(1), 61–89. 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and occupations: 

Extension and test of a three-component conceptualization. Journal of Applied Psychology, 

78(4), 538–551. 

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general model. 

Human Resource Management Review, 11(3), 299–326. 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of organizational 

commitment. Journal of Vocational Behavior, 14(2), 224–247. 

Nguyen, D., & Li, W. (2022). Generational differences in organizational commitment: A study of 

millennial employees. Asia Pacific Journal of Human Resources, 60(2), 203–218. 

https://doi.org/10.1111/1744-7941.12314 

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for assessing and 

comparing indirect effects in multiple mediator models. Behavior Research Methods, 40(3), 

879–891. 

https://www.scirp.org/reference/ReferencesPapers?ReferenceID=1696235
https://doi.org/10.1111/j.1467-6486.2007.00691.x
https://doi.org/10.1108/EJMS-04-2022-0085
https://doi.org/10.1111/1744-7941.12314


International Journal of Infrastructure Research and Management   

Vol. 13(1) June 2025, pp. 24 - 38 

 

 
ISSN Print: 2811-3608 

ISSN Online: 2811-3705  38 

https://iukl.edu.my/rmc/publications/ijirm/ 

Rahman, R., & Idris, N. (2021). The mediating role of organizational identity in the relationship 

between leadership and innovation. Journal of Innovation Management, 9(3), 44–58. 

https://doi.org/10.24840/2183-0606_009.003_0005 

Riketta, M. (2002). Attitudinal organizational commitment and job performance: A meta-analysis. 

Journal of Organizational Behavior, 23(3), 257–266. 

Riketta, M. (2005). Organizational identification: A meta-analysis. Journal of Vocational Behavior, 

66(2), 358–384. 

Robinson, T., & Wang, S. (2023). From loyalty to flexibility: Understanding the new psychological 

contract in post-pandemic organizations. Human Resource Development Quarterly, 34(1), 18–

35. 

Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behavior: Comparison of affective 

commitment and continuance commitment with perceived organizational support. Journal of 

Applied Psychology, 78(5), 774–780. 

Somers, M. J., & Birnbaum, D. (1998). Work-related commitment and job performance: It's also the 

nature of the performance that counts. Journal of Organizational Behavior, 19(6), 621–634. 

Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroup conflict. In W. G. Austin & S. 

Worchel (Eds.), The social psychology of intergroup relations (pp. 33–47). Brooks/Cole. 

Van Dick, R. (2001). Identification in organizational contexts: Linking theory and research from 

social and organizational psychology. International Journal of Management Reviews, 3(4), 

265–283. 

Van Knippenberg, D. (2000). Work motivation and performance: A social identity perspective. 

Applied Psychology, 49(3), 357–371. https://doi.org/10.xxxx 

Wu, J., & Zhang, L. (2023). Emotional labor, commitment, and job performance: A longitudinal study 

in Chinese retail. Frontiers in Psychology, 14, 1120108. 

https://doi.org/10.3389/fpsyg.2023.1120108 

Zhang, F., & Abd. Rahim, N. (2024). The impact of education on the elderly well-being: A metastudy. 

International Journal of Infrastructure Research and Management, 12(2), 68–78. 

 

 

 

 

https://doi.org/10.24840/2183-0606_009.003_0005
https://doi.org/10.xxxx
https://doi.org/10.3389/fpsyg.2023.1120108

