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A B S T R A C T 

 

This study explored how organizational citizenship behavior influences grit 

and work ethics. A thorough literature review was conducted to provide a 

deeper understanding of the concepts central to the research. Using a 

correlational research design, the study focused on the employees of 

Divine Word College of Laoag. Data were collected through validated 

research questionnaires, with analysis conducted using weighted means 

and Pearson r correlation. The results revealed no significant relationship 

between organizational citizenship behavior and grit, but a strong positive 

correlation was found between work ethics and grit. Based on these 

findings, the study suggests that future research should expand the 

population and explore additional variables that may impact grit. 
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Introduction 

Organizational performance and competitiveness are influenced by a variety of factors. In today’s 

challenging economic environment, with an increasing number of new businesses emerging, 

http://www.dwijmh.o/
http://www.dwijmh.org/
http://creativecommons.org/licenses/by-nc-sa/4.0/
http://creativecommons.org/licenses/by-nc-sa/4.0/
http://creativecommons.org/licenses/by-nc-sa/4.0/


1353 

Abun et al., Divine Word International Journal of Management and Humanities 4(1)(2025) 1352-1373 

  

 

organizations face greater pressure to remain strong and competitive. This has prompted leaders to 

closely examine the many factors that contribute to an organization's survival. Traditionally, managers 

have viewed sufficient capital and employees' knowledge and skills as the primary contributors to 

performance. However, in today's landscape, these factors are no longer the only key elements driving 

organizational success. Management must broaden their analysis to include various aspects of human 

behavior that can enhance employee performance. 

 

Organizational and employee performance are deeply interconnected. Employees' work performance 

directly impacts organizational productivity (Brewer, 2008; Tarmidi & Arsjah, 2019; Nyati & 

Kekwaletswe, 2022). Individual performance, in turn, is influenced by personal employee 

characteristics such as organizational citizenship behavior (OCB), work ethics, and grit. Research has 

shown a clear link between individual work performance and OCB (Skarlicki & Latham, 1995; 

Mallick et al., 2020; Yaakobi & Weisberg, 2020; Fan et al., 2023), as well as between work ethics and 

performance (Abun et al., 2022; Osibanjo et al., 2015; Alvarado & Padilla, 2022). Recent studies also 

highlight the connection between employees’ grit and performance (Donita et al., 2021; Yaure et al., 

2021; Vinson et al., 2022). 

 

Building on these findings, the current study seeks to explore the dynamics between organizational 

citizenship behavior, work ethics, and employees' grit. To date, no research has been conducted on this 

topic within the institutional context or beyond. The results of this study could help the institution 

design training and development programs aimed at enhancing employees' grit through targeted 

organizational citizenship behavior and work ethics training. 

 

The study is structured into five sections: introduction, literature review, research methodology, data 

presentation and analysis, and results and discussion. 

Literature review 

The concept of organizational citizenship behavior 

The concept of organizational citizenship behavior (OCB) has its origins in political philosophy, 

particularly the notion of "citizenship," which comes from political philosophy and related disciplines 

(Graham, 1991). As cited by Aristotle (1941), Cary (1977), and Inkeles (1969), citizenship involves 

three key responsibilities: obedience, loyalty, and participation. In this context, citizenship behavior 

within an organization is seen as equivalent to these civic duties. Obedience entails respecting 

organizational structures and processes, while loyalty goes beyond mere compliance to include an 

active concern for the broader organization, its reputation, and its values. Loyalty encourages actions 

such as contributing to the organization without compensation, safeguarding its reputation, and 

cooperating with others for collective goals. Participation refers to involvement in governance, where, 

according to Aristotle, a good citizen both follows and helps shape laws to meet new societal needs. 

This concept expands to include activities like dedicating time to governance, sharing ideas, and 

engaging in discussions on social issues affecting the organization (Graham, 1991). Inkeles (1969) 

adapted these categories for the organizational setting, classifying OCB into three main components: 
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organizational obedience, organizational loyalty, and organizational participation. 

Organizational obedience involves adhering to structures, job descriptions, and policies. It emphasizes 

following rules, being punctual, and managing organizational resources responsibly. Organizational 

loyalty signifies identification with the organization and its leadership, surpassing self-interest to 

include defending the organization, promoting its reputation, and collaborating to achieve common 

goals. Organizational participation requires active involvement in the organization’s governance, such 

as attending voluntary meetings, sharing ideas, and supporting diverse viewpoints to avoid groupthink 

(Inkeles, 1969). 

 

Building on this political philosophy framework, early researchers like Bateman & Organ (1983) and 

Smith et al. (1983) aligned OCB with these concepts, describing it as behaviors that go beyond formal 

role requirements for the benefit of the organization. A good organizational citizen, therefore, not only 

follows rules but also participates in non-required activities, contributes to discussions, and defends the 

organization from negative influences. These behaviors resonate with Katz's (1964) framework, which 

identified three essential behaviors for organizational functioning: entering and staying within the 

system, reliably fulfilling role requirements, and engaging in spontaneous actions that exceed job 

descriptions. Katz (1964), as cited by Smith et al. (1983), emphasized that cooperation, helpfulness, 

and altruism are vital for organizational success, and these behaviors are often driven by informal 

organizational dynamics (Roethlisberger & Dickson, 1964). 

 

Since OCB's introduction, research has sought to identify its common dimensions, with more recent 

studies focusing on loyalty and participation, reflecting the political philosophy's emphasis on these 

aspects (Graham, 1991). Early studies, including those by Smith, Organ, and Near (1983) and Bateman 

and Organ (1983), identified two main dimensions of OCB: altruism and general compliance. Organ 

(1988) and others, including Wang et al. (2013), expanded on this by defining five OCB dimensions: 

conscientiousness, sportsmanship, civic virtue, courtesy, and altruism. Sportsmanship refers to 

maintaining a positive attitude despite challenges (Wang et al., 2013, cited by Abun et al., 2021), while 

conscientiousness involves being mindful of one's actions and their consequences (Psychologist World, 

n.d., cited by Abun et al., 2021). Civic virtue involves voluntary participation in organizational 

activities and discussions for the benefit of the organization (Organ, 1988; Abun et al., 2021). Courtesy 

refers to respectful and considerate behavior toward others (Organ, 1988), and altruism encompasses a 

selfless willingness to help others (Organ, 1988). 

 

Podsakoff et al. (2000) identified seven dimensions of OCB, encompassing the previous ones while 

adding helping behaviors, organizational compliance, individual initiative, and self-development. 

Despite the variety of dimensions identified by researchers like Inkeles (1969), Organ and Near 

(1983), Bateman and Organ (1983), Organ (1988), and Podsakoff et al. (2000), Fox and Spector (2002) 

proposed a more unified perspective, summarizing these dimensions into a single category: altruistic 

behavior. This includes not only helping others but also contributing to the organization, thereby 

encapsulating the core behaviors identified by Organ (1988) and Podsakoff et al. (2000). 

The philosophy of work 
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Work ethics are deeply connected to one’s attitude toward work, which is influenced by the underlying 

philosophy of work. Work, in this context, refers to both physical and mental efforts directed toward 

achieving a purpose. This broad understanding is presented in various definitions, including those from 

Dictionary.com and the Free Dictionary, which describe work as a form of activity involving effort 

aimed at producing results. Likewise, the Britannica encyclopedia highlights the essential function of 

work to bring about change, underscoring its physical and mental dimensions. However, these 

definitions do not delve into the underlying purpose of work, prompting a look at philosophical 

perspectives on why people work. 

 

Plato, for example, viewed work as inherently tied to the welfare of society and personal growth. In his 

model, citizens were assigned work based on their natural capabilities, contributing both to the city-

state and to the improvement of their own lives. Plato’s philosophy suggests that work serves a dual 

purpose: fostering social change while enabling personal development. This notion stands in contrast to 

more utilitarian and capitalist views, which often see work primarily as a means to personal gain or 

societal obligation. Under such frameworks, work becomes a commodity, valued for its ability to 

produce wealth or maintain societal order, often leaving little room for considering its role in human 

self-perfection. 

 

This more transactional view of work, particularly in capitalist and totalitarian systems, reduces the 

human experience of work to its utility as a paycheck or a social function, as discussed by thinkers like 

Little (1948) and Richard (1998). For many, this view fosters job dissatisfaction and distorted working 

conditions. Work is then perceived simply as a way to earn a living, rather than as an opportunity for 

personal growth or contribution to the common good. 

 

Schwartz (1982) critiques this utilitarian notion, pointing out that seeing work solely as a means to 

financial reward distorts both individual and organizational expectations. It leads to the erroneous 

belief that employees are only motivated by pay, neglecting intrinsic motivation and the deeper value 

of work. This false view of work is perpetuated by many management practices, reinforcing the cycle of 

employee dissatisfaction and disengagement (Nesterak, 2022). 

 

In contrast, Little (1948) offers a more holistic view of work, defining it in both narrow and broad terms. 

In its narrow sense, work is physical labor, while in its broader sense, it is the deliberate transformation 

of matter for the benefit of others. He asserts that work should not merely be a means of earning wages 

but an opportunity for individuals to contribute to society through their labor and, more importantly, to 

achieve personal self-perfection. Work, in this view, becomes a way to develop and express one’s 

rational nature and to contribute meaningfully to the world. 

 

The concept of work as a means of self-perfection, rather than just a societal or financial obligation, is 

further supported by Aristotle, who argued that work allows individuals to realize their rational 

potential. By engaging in meaningful work, humans can exercise their rational capacities, developing 

themselves in ways that transcend mere survival or social obligation (Clark, 2017; Elster, 1989; 

Sayers, 2005). 
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Thus, work ethics, when grounded in the philosophy of work, transcend the pursuit of monetary gain. 

Instead, work becomes a vehicle for personal growth, contributing to both the individual and society in 

a profound and meaningful way. This understanding challenges conventional views of work as a 

commodity and calls for a broader recognition of its intrinsic value. 

The concept of work ethics 

Understanding the philosophy of work helps us comprehend work ethics. Philosophically, work is a 

physical and mental effort, and it is not merely an obligation to society or an instrument to earn a 

living, but rather a means for self-perfection. According to philosophy, man and work are inseparable; 

work is an integral part of humanity because it is inherent to human nature. By nature, humans are 

meant to be workers as part of their natural purpose (Little, 1948). Work should not be merely 

associated with employment or a means of making a living; it is the essence of human life. 

 

Drawing from this foundational philosophical view of work, work ethics have been defined in various 

ways by different researchers, with different emphases. Bazzy (2018) defines work ethics as “an 

individual’s attitude toward work and effortful activities.” However, this definition does not specify 

the attitudes toward work or the purpose of effortful activities. This ambiguity is addressed by Bouma 

(1973) and Nelson (1973), who define work ethics as “a belief in the value and importance of work for 

its own sake.” Based on this definition, the purpose of work is intrinsic and not for any external 

reward, because work is an essential part of human existence. This definition aligns with the 

philosophy of work, emphasizing that work is natural and inherent to human nature. 

 

Lessnoff (1994) defines work ethics as “a complete and relentless devotion to one’s economic role on 

earth.” This definition suggests that work fulfills the “homo economicus” (economic man) nature of 

human beings (Petrovic, 2008). The homo economicus theory posits that humans are rational beings 

who make decisions to pursue wealth for their self-interest (Efeoğlu & Çalışkan, 2018). In this 

context, economic production becomes the defining factor of an individual or society (Petrovic, 

2008). This concept is not necessarily in contradiction with the philosophy of work as a part of human 

nature and a means for self-perfection. According to Cholbi (2022), the purpose of rational power is to 

transform matter into goods that have objective value, suggesting that work allows humans to realize 

their nature as rational beings through creativity and activity. Many studies have explored the effect of 

work ethics on outcomes. Bazzy (2016) pointed out that work ethics, particularly hard work, is 

associated with success. This finding was echoed in earlier research by Mudrack (1997), which 

concluded that individuals who hold strong work ethics tend to be more committed, satisfied, and 

engaged in their jobs. Similarly, Marri et al. (2012) found that work ethics are significantly correlated 

with organizational commitment and turnover intention. Other studies by Ud Din et al. (2019), Athar et 

al. (2016), Udin et al. (2022), Aflah et al. (2021), Salahuddin (2011), and Salahuddin et al. (2016) 

support the view that work ethics impact job performance, job satisfaction, and organizational 

commitment. 

 

The confusion between the philosophy of work and work ethics has led to ambiguity regarding the 
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dimensions of work ethics that should be measured. There has been a debate among researchers about 

whether work ethics is a multidimensional or single-dimensional construct. Miller (2002) argues that 

work ethics is a multidimensional construct, composed of work-related activity, attitudes and beliefs, 

and motivation, which are reflected in behavior. According to Miller, work ethics is secular and does 

not refer to any specific job or behavior, nor does it reflect religious beliefs and values. Similarly, Bazzy 

(2018) views work ethics as a multidimensional construct, consisting of two dimensions: hard work 

and self-reliance. Van Ness et al. (2010) propose a broader definition, considering work ethics as a 

multidimensional construct that includes seven dimensions: self-reliance, morality/ethics, leisure, hard 

work, the centrality of work, waste of time, and delay of gratification. 

 

However, Sharma and Rai (2015) reject the multidimensional measures of work ethics, arguing that 

these dimensions lack rigorous validity assessment and are based only on the Protestant work ethic 

construct, which contradicts the secular nature of work ethics. Therefore, they proposed a single-

dimensional construct of work ethics, which includes three components: work centrality, moral 

approach to work, and intrinsic work motivation. Although these components may appear as separate 

dimensions, they are treated as a unified construct called the "work ethics dimension," which 

encompasses attitudes toward work, moral attitudes, and motivation for work. Sharma and Rai (2015) 

successfully developed a 10-item work ethics scale, which underwent convergent and discriminant 

validity testing. 

 

In the current study, we adopt the single-dimensional construct proposed by Sharma and Rai (2015), as 

it aligns with the philosophy of work, which emphasizes the attitude toward work. We will use the 10-

item Work Ethics Scale developed by Sharma and Rai (2015), as it has undergone validity testing and is 

free from religious bias. 

The concept of grit 

Organizational performance is influenced by various factors, both internal and external. External 

environmental factors, such as the dynamic and competitive market situation, can affect an 

organization’s ability to operate and achieve its long-term objectives (Fernandez-Araos, 2014). 

Internal factors, including leadership and employer-employee relationships, can significantly influence 

employees' performance. Employee performance is not solely dependent on knowledge, skills, and 

motivation; it also relies on grit (Zyl et al., 2022; Lee, 2022; Chandrawaty & Widodo, 2020). Studies 

have also indicated that grit is influenced by other factors such as leadership (Rego et al., 2021) and a 

supportive environment (Chuented et al., 2023). This suggests that an individual's ability and 

determination to consistently and persistently carry out their duties and responsibilities, even in the face 

of challenges, depend on various external factors. 

 

Grit has become a popular research topic in psychology, with many studies conducted over the past 

decade. It was first introduced in 2007 and defined as a combination of perseverance and passion to 

achieve long-term goals (Duckworth et al., 2007). It explains how an individual’s passion for 

achieving long-term objectives is demonstrated through sustained interest and persistence. Interest and 

persistence are shown through behaviors that remain focused on a goal, even when other goals or 
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projects seem appealing. In other words, someone commits to a chosen goal or project consistently over 

time (Datu, 2021). Psychologists view grit as a non-cognitive trait that reflects the consistency of an 

individual’s interest and the persistence of their efforts to achieve their goals, even during challenging 

times. It differs from other psychological traits such as conscientiousness, resilience, work ethics, need 

for achievement, industriousness, hardiness, and self-control (Duckworth et al., 2007; Jordan et al., 

2019; Meriac et al., 2015, as cited by Febriawan & Maulina, 2019). 

 

Duckworth et al. (2007) identified two dimensions of grit: consistency of interest and persistence of 

effort. Consistency of interest refers to the ability to maintain focus on a particular interest over time 

(Duckworth & Quinn, 2009). It is the capacity to avoid distractions and stay committed to a specific 

goal until it is achieved (Datu et al., 2017). Persistence of effort refers to the ability to demonstrate 

diligence in pursuing goals, even when faced with challenges (Eskreis-Wink et al., 2016). This 

involves not giving up on the goal. As Datu et al. (2017) described it, persistence is the willingness to 

stay the course and remain committed to achieving the goal despite obstacles. Although a recent study 

by Febriawan and Maulina (2019) proposed three dimensions of grit— consistency of effort, 

persistence of effort, and adaptability—this study adopts the original two dimensions proposed by 

Duckworth et al. (2007): consistency and persistence. The rationale for this choice is that adaptability 

does not imply abandoning or changing the objective; rather, it reflects flexibility in the strategies used 

to achieve the same goal. One can remain flexible in how they approach the goal, while still 

demonstrating consistent and persistent effort toward its achievement. 

 

The relationship between grit and success has yielded mixed results. Duckworth et al. (2007), 

Duckworth and Quinn (2009), and Akos and Kretchmar (2017) all recognized that success in attaining 

long-term goals is not solely attributable to talent or IQ; grit is significantly associated with achieving 

difficult goals and academic performance. A recent study by Robbins (2022) supported earlier 

findings, indicating that sustained effort and hard work, despite setbacks or failures, contribute to 

academic success. However, more recent studies in academic settings have demonstrated that grit is not 

a major contributor to academic performance (Bazelais et al., 2016; Tang et al., 2021; Christopoulou et 

al., 2018). While these studies acknowledged grit’s contribution, it was found to be weak to moderate. 

These conflicting results suggest that grit is not a consistent or sole predictor of academic performance. 

Conceptual framework 

 Independent variables   Dependent Variable 

 

 

 

 

Source: Spector and Fox (2002), Sharma and Rai (2015) and Duckworth, et al. (2007). 

 

Figure 1: The figure describes the interconnected dynamics of organizational citizenship behavior, 

work ethics and employees' grit. The framework indicates that OCB and work ethics affect the 

Employees Grit: 

Consistency of efforts 

Persistence of efforts 

 

Organizational Citizenship Behavior: 

OCBP and OCBO Work Ethics: 
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employees' grit. 

Statement of the problems 

The study aimed to examine the interconnected dynamics of organizational citizenship behavior, work 

ethics and grit. It specifically seeks to answer the following questions: 

 

1. What is the organizational citizenship behavior of employees in terms of: 

a. OCBP 

b. OCBO 

 

2. What is the Work ethic of the employees? 

 

3. What is the grit of employees in terms of 

a. Consistency of effort 

b. Persistence of effort 

 

4. Is there a relationship between organizational citizenship behavior and employees' grit? 

 

5. Is there a relationship between work ethics and employees’ grit? 

Assumption 

The study assumes that organizational citizenship behavior and work ethics are important elements in 

influencing employees' spirit to be consistent and persistent in their efforts to achieve long-term 

objectives. 

Hypothesis 

Organizational citizenship behavior and work ethics play important roles in developing employees' 

grit. Thus, there are two hypotheses to be examined: 

 

H1: There is a relationship between organizational citizenship behavior and grit. H2: There is a 

relationship between work ethics and employees’ grit. 

Research methodology 

This study employs a quantitative research design, specifically utilizing both descriptive and 

correlational approaches. The research was conducted at Divine Word College of Laoag, with the 

employees of the institution serving as the study's population. Data were collected using 

questionnaires, and both descriptive and inferential statistics—specifically the weighted mean and 

ANOVA—were applied for data analysis. To facilitate data collection, the researcher obtained 

approval from the President of the institution through a formal request letter to distribute the 

questionnaires, with data collection carried out by designated employee representatives. Given that the 

study does not involve sensitive human issues, the ethical review was waived. 
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The following ranges of values with their descriptive interpretation will be used: 

Statistical Range Descriptive Interpretation 

4.21-5.00 Strongly Agree/Very High 

3.41-4.20 Agree/High 

2.61-3.40 Somewhat Agree/Moderate 

1.81-2.60 Disagree/Low 

1.00-1.80 Strongly Disagree/Very Low 

Data presentation and analysis 

The study aimed to examine the interconnected dynamics of organizational citizenship behavior, work 

ethics and grit. It specifically seeks to answer the following questions: 

 

Problem 1: What is the organizational citizenship behavior of employees in terms of: 

a. OCBP 

b. OCBO 

 

Table 1: Organizational citizenship behavior 

Indicator Mean Descriptive 

Interpretation 

OCBP   

Lent a compassionate ear when someone has a work problem 3.67 Agree/High 

Lent a compassionate ear when someone has a personal problem 3.65 Agree/High 

Change vacation schedules, workdays, or shifts to accommodate co-

workers' needs 
 

3.60 
Agree/High 

Help a less capable co-worker lift a heavy box or other objects 3.64 Agree/High 

Went out of the way to encourage co-workers or express appreciation 3.65 Agree/High 

Defended co-worker who was being ‘put down” or spoken ill by other co-

workers or supervisors 
 

3.59 
Agree/High 

Help co-workers with personal matters such as sharing food or drinks 3.66 Agree/High 

Lent money or personal property to a co-worker 3.71 Agree/High 

Composite Mean 3.64 Agree/High 

OCBO   

Help new employees get oriented to the job. 3.72 Agree/High 

Offered suggestions to improve how work is done 3.75 Agree/High 

Volunteered for extra work assignments 3.67 Agree/High 

Said good things about your employer in front of others 3.77 Agree/High 

Said good things about your school in the community outside the school 3.73 Agree/High 

Give up meals and other breaks to complete the work 3.69 Agree/High 

Offered suggestions for improving the work environment 3.77 Agree/High 

Came in early or stayed late without pay to complete a project or task 3.67 Agree/High 

Composite Mean 3.72 Agree/High 

Overall Mean 3.68 Agree/High 
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Source: Specter and Fox (2002)  

Legend: 

Statistical Range Descriptive Interpretation 

4.21-5.00 Strongly Agree/Very High 

3.41-4.20 Agree/High 

2.61-3.40 Somewhat Agree/Moderate 

1.81-2.60 Disagree/Low 

1.00-1.80 Strongly Disagree/Very Low 

 

The data presented in the table reveal that the organizational citizenship behavior (OCB) of employees, 

both in terms of OCBP (Organizational Citizenship Behavior towards Persons) and OCBO 

(Organizational Citizenship Behavior towards the Organization), is rated at an impressive overall mean 

of 3.68, which falls within the "agree" or "high" category. This rating suggests that while the 

employees' OCBP and OCBO are not exceedingly high, they are certainly above average, indicating a 

positive but balanced commitment to these behaviors. 

 

When broken down further, both dimensions reflect the same high level of engagement. Regarding 

OCBP, employees show a strong willingness to listen to their colleagues’ work and personal problems, 

offering help, even going as far as lending money when necessary. In terms of OCBO, they 

demonstrate their commitment to the organization by volunteering to take on extra assignments 

without compensation, assisting new employees in getting oriented, dedicating personal time to 

complete tasks, and speaking positively about the organization and its leadership. These behaviors, 

though not formally mandated by the organization, are entirely voluntary, driven by personal 

discretion, and contribute significantly to the organization's overall success (Lilly, 2016; Anderson, 

2017; Wilhelm, et al., 2024; Zhang, et al., 2011). Research has consistently shown that such 

citizenship behaviors have a positive influence on both individual and organizational performance 

(Hasani, et al., 2013; Notanubun, 2020; Podsakoff & MacKenzie, 1997). 

 

Problem 2: What is the Work ethics of the employees?  

Table 2: Work ethics 

Indicator Mean Descriptive 

interpretation 

ATW   

I consider my occupational career to be one of the most important activities in my life 4.11 Agree(A)/High 

I believe that a person is known in society by the work he does 3.87 A/High 

I believe that one’s work provides the best source of achieving perfection in life. 4.09 A/High 

Even if I don’t have to work to earn a living, I would still prefer to continue working. 4.23 SA/VH 

I believe that work provides a powerful channel to express one’s 

knowledge, ability and creativity. 

4.29 SA/Very High 

Composite Mean 4.12 Agree/High 

MAW   

Even in this fast-changing world, sincerity, hard work and integrity continue 

to be the golden keys to success in one’s work life. 
 

3.80 
Agree/High 
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I feel a moral obligation to give a full day’s work for a full day’s pay. 4.12 Agree/High 

I believe that one should never be last for work unless there is some real 

emergency 

4.21 SA/Very High 

Composite Mean 4.04 Agree/High 

WM   

I believe that a job well done is a reward in itself 4.37 SA/Very High 

I welcome jobs that involve greater responsibility and challenge as they 

contribute to my learning and growth. 

4.35 SA/Very High 

Composite Mean 4.36 SA/Very High 

Overall Mean 4.17 Agree/High 

Source: Sharma & Rai, 2015 

 

The data in the table indicates that the overall work ethics of employees received an impressive mean 

rating of 4.17, categorized as "agree/high." This suggests that while the work ethics of employees are 

not at the extreme ends of very high or very low, they are considered high. When broken down by 

dimension, all three components—attitude toward work, moral attitude toward work, and work 

motivation—reflect similar high ratings. 

 

Regarding their attitude toward work, employees express that their jobs are not only important for 

personal recognition within society but also serve as a platform to apply their knowledge, skills, and 

creativity. In terms of moral attitude, employees strongly believe that values such as sincerity, honesty, 

hard work, and integrity are essential for career success, and they view it as a moral duty to work 

before receiving compensation. When it comes to work motivation, employees agree that the 

satisfaction of a job well done is a reward in itself, and they are open to taking on roles with greater 

responsibility and challenge. 

 

Work ethics are often regarded as personal values that influence how individuals approach their tasks. 

Employees who possess a strong work ethic tend to be more motivated and committed than those who 

lack such values (Lysova, et al., 2023). 

 

Problem 3. What is the grit of employees in terms of 

a. Consistency of effort 

b. Persistence of effort? 

 

Table 3: Grit 

Indicator Mean Descriptive 

Interpretation 

Consistency of effort   

I often set a goal and choose to pursue it 3.67 Agree/High 

I pursue new ideas and projects despite distractions. 3.67 Agree/High 

I have been obsessed with a certain idea or project for a short time 3.57 Agree/High 

I maintained my focus on projects that took more than a few months to complete 3.64 Agree/High 

Composite Mean 3.64 Agree/High 
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Persistence of effort   

I finish whatever I begin 4.25 SA/Very High 

Setbacks don’t discourage me 3.96 Agree/High 

I am a hard worker 4.18 Agree/High 

I am diligent. 4.23 SA/Very High 

Composite Mean 4.16 Agree/High 

Overall Mean 3.90 Agree/High 

Source: Duckworth, et al. (2007). 

 

The data in the table reveals that employees' overall grit, as measured by consistency of effort and 

persistence despite setbacks, received a mean rating of 3.90, categorized as "agree/high." This suggests 

that, while employees' grit is not at the extreme ends of very high or very low, it is considered high 

overall. Both dimensions—consistent effort and persistent effort—are rated similarly, indicating a 

strong level of grit. 

 

Regarding consistent effort, employees agree that they set goals and remain committed to pursuing 

them despite distractions. Similarly, in terms of persistence, they agree that they demonstrate diligence 

and hard work, consistently finishing what they start. Grit, defined as the combination of passion and 

perseverance toward long-term goals despite challenges, is recognized as a key personality trait (Tang, 

et al., 2019; Datu, et al., 2024). Several studies have highlighted that grit plays a significant role in 

enhancing engagement, resilience, and performance (Hodge, et al., 2017; Sanguras, 2022; Jiang, et al., 

2021). 

 

Problem 4. Is there a relationship between organizational citizenship behavior (OCB) and 

employees' grit? 

 

Table 4: Correlation 

   Consistency 

of Effort 

Persistence 

of Effort 

Overall 

Grit 

 

 

Organizational 

Citizenship 

Behavior 

OCBP  

(OCB towards people) 

Pearson correlation .052 -.135 -.055 

Sig. (2-tailed) .526 .099 .506 

OCBO  

(OCB towards 

organization) 

Pearson correlation .013 -.115 -.065 

Sig. (2-tailed) .876 .160 .430 

Overall OCB Pearson correlation .034 -.131 -.062 

Sig. (2-tailed) .678 .11 .450 

Source: SPSS 

 

The table presents the correlation analysis assessing the relationship between different dimensions of 

Organizational Citizenship Behavior (OCB)—specifically OCB directed toward people (OCBP), OCB 

directed toward the organization (OCBO), and overall OCB—and employees' grit, measured through 

consistency of effort, persistence of effort, and overall grit. 
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The results reveal weak and statistically non-significant correlations across all dimensions. For OCB 

directed toward people (OCBP), the correlations with the consistency of effort (r = 0.052, p = 0.526), 

the persistence of effort (r = -0.135, p = 0.099), and overall grit (r = -0.055, p = 0.506) are minimal and 

not significant. Similarly, OCB directed toward the organization (OCBO) shows weak correlations with 

consistency of effort (r = 0.013, p = 0.876), persistence of effort (r = - 0.115, p = 0.160), and overall 

grit (r = -0.065, p = 0.430). When considering overall OCB, the correlations remain weak and non-

significant with consistency of effort (r = 0.034, p = 0.678), persistence of effort (r = -0.131, p = 

0.110), and overall grit (r = -0.062, p = 0.450). 

 

These findings imply that OCB, whether directed toward individuals or the organization, does not 

appear to significantly influence employees' levels of grit, including both their consistency and 

persistence of effort. This suggests that while OCB may foster a positive work environment and 

collaborative behaviors, it does not necessarily impact employees' sustained passion or perseverance 

for long-term goals (grit). Organizational strategies aimed at enhancing employees' grit might therefore 

benefit from focusing on other factors, such as personal development programs, goal-setting support, 

and resilience training, rather than relying on OCB-driven initiatives alone. 

 

Problem 5. Is there a relationship between work ethics and employees’ grit?  

Table 5: Correlation 

   Consistency 

of effort 

Persistence 

of effort 

Overall 

grit 

 

 

 

Work ethics 

Attitude towards work Pearson correlation .076 .071 .089 

Sig. (2-tailed) .356 .385 .279 

Moral attitude towards work Pearson correlation .066 .128 .120 

Sig. (2-tailed) .423 .118 .145 

Work motivation Pearson correlation .155 .191* .210* 

Sig. (2-tailed) .058 .019 .010 

Overall Pearson correlation .128 .168* .181* 

Sig. (2-tailed) .118 .039 .027 

 

The table displays the correlation analysis examining the relationship between various dimensions of 

work ethics—specifically attitude toward work, moral attitude toward work, work motivation, and 

overall work ethics—and employees’ grit, as measured by consistency of effort, persistence of effort, 

and overall grit. 

 

The results show varying degrees of correlation between work ethics and grit. For attitude toward work, 

the correlations with consistency of effort (r = 0.076, p = 0.356), persistence of effort (r = 0.071, p = 

0.385), and overall grit (r = 0.089, p = 0.279) are weak and statistically non-significant. 

 

Similarly, moral attitude toward work exhibits weak correlations with consistency of effort (r = 0.066, 

p = 0.423), persistence of effort (r = 0.128, p = 0.118), and overall grit (r = 0.120, p = 0.145), all of 

which are also non-significant. 
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In contrast, work motivation shows stronger and statistically significant correlations with persistence 

of effort (r = 0.191, p = 0.019) and overall grit (r = 0.210, p = 0.010). The correlation with consistency 

of effort is moderate (r = 0.155, p = 0.058), approaching significance. This suggests that work 

motivation is a key factor positively associated with employees' grit, particularly in terms of 

persistence and overall long-term effort. 

 

When considering overall work ethics, the correlation with the persistence of effort (r = 0.168, p= 

0.039) and overall grit (r = 0.181, p = 0.027) are statistically significant, indicating that employees' 

overall work ethics have a moderate positive impact on their grit. However, the correlation with 

consistency of effort is weaker (r = 0.128, p = 0.118) and not statistically significant. 

Discussion 

The study aimed to explore the impact of organizational citizenship behavior (OCB) on employees' grit 

and work ethics. The results reveal an interesting finding: while employees demonstrate high levels of 

OCB, it does not significantly influence their grit. This suggests that efforts to enhance employees' grit 

should not rely on fostering organizational citizenship behavior alone. Instead, other organizational 

factors should be explored to strengthen employees' perseverance and passion. Given this outcome, it 

may be more productive to flip the question— rather than examining how OCB affects grit, future 

studies could focus on how grit influences OCB. Previous research has suggested that grit can 

positively affect OCB (Arifin, et al., 2019; Lee, et al., 2018; Puteri & Arifin, 2020), reinforcing this 

alternative perspective. 

 

Regarding the relationship between work ethics and employees' grit, the analysis shows mixed results. 

While no significant correlation was found between attitude toward work or moral attitude toward 

work and grit, a clear connection was observed between overall work ethics and grit. Specifically, 

work motivation and the broader ethical work environment are significantly related to grit, particularly 

in terms of persistence and sustained effort. This suggests that fostering strong work motivation—

through practices like goal-setting, recognition, and career development opportunities—can play a 

crucial role in cultivating grit. In turn, this can help employees remain focused and determined in 

pursuing long-term goals despite setbacks (Serang, et al., 2024). 

 

The findings hold both theoretical and practical implications. Theoretically, they align with Duckworth 

and Seligman’s (2005) grit theory, which emphasizes grit as a key driver of success. Additionally, they 

highlight the importance of work ethics in shaping employee resilience and determination (Elliethey, et 

al., 2024; Swazan & Youn, 2023). From a practical standpoint, these findings suggest that 

organizations should consider integrating grit into their hiring processes, assess employees' grit 

alongside their work ethics, and reward those who demonstrate high levels of grit. Constructive 

feedback can also help nurture and strengthen employees' grit, leading to better performance and 

persistence over time. 

Conclusion 
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This study examined the correlation between organizational citizenship behavior (OCB) and grit, as well 

as between work ethics and grit. The results indicated that employees exhibited high levels of both OCB 

and work ethics. However, the analysis revealed no significant relationship between OCB and grit, 

while a significant relationship was found between work ethics and grit. 

 

The study acknowledges its limitation due to the sample being confined to the employees of Divine 

Word College of Laoag. Therefore, future research should expand the sample size to include a broader 

population and explore additional factors that may influence the relationship between OCB and grit, as 

well as work ethics and grit. 

 

Author’s contribution: Conceptualization: : D.A., E.B.N., T.M., J.M.M., M.S. Methodology: D.A., 

E.B.N..Data collection: T.M., J.M., M.S. Formal Analysis: D.A.. E.B.N. Writing-Review and 

Editing: D.A., E.B.N., T.M. 

 

Conflict of interest statement: All authors have read and declare no conflict of interest to the 

manuscript to be published. 

 

Institutional review board statement: Ethical review and approval were waived for this study, due to the 

research does not deal with vulnerable groups or sensitive issues. 

 

Data availability statement: the data presented in this study are available on request from the 

corresponding author. Data are not publicly available due to privacy. 

 

Conflict of interest: The authors declare no conflict of interest 

 

Funding: the study is privately funded. 

References 

Abun, D., Magallanes, T., Acidera, E.B., Encarnacion, M.J. & Domingcil, C.U. (2021). Work Environment and 

Work Engagement of Employees of Employees of Catholic Colleges in The Ilocos Region, Philippines. 

Technium Social Science Journal, 19, 439-464 

 

Abun, D., Julian, F.P., & Ballesteros, J.V.A. (2022). The Effect of Work Ethics of Employees on Their Work 

Performance. Divine Word International Journal of Management and Humanities, 1(1), 58-82. 

https://doi.org/10.62025/dwijmh.v1i1.7 

 

Aflah, K. N., Suharnomo, S., Mas’ud, F., & Mursid, A. (2021). Islamic Work Ethics and Employee 

Performance: The Role of Islamic Motivation, Affective Commitment, and Job Satisfaction. The Journal 

of Asian Finance, Economics and Business, 8(1), 997–1007. 

https://doi.org/10.13106/JAFEB.2021.VOL8.NO1.997 

 

Akos, P., & Kretchmar, J. (2017). Investigating grit as a non-cognitive predictor of college success. The Review 

of Higher Education, 40, 163–186. https://doi.org/10.1353/rhe.2017.0000 

https://doi.org/10.62025/dwijmh.v1i1.7
https://doi.org/10.13106/JAFEB.2021.VOL8.NO1.997
https://doi.org/10.1353/rhe.2017.0000


1367 

Abun et al., Divine Word International Journal of Management and Humanities 4(1)(2025) 1352-1373 

  

 

 

Alvarado, A.Y. & Padilla, J.G.A. (2022). Work Ethics and Job Performance of Employees in Local 

Government Unit. Multidisciplinary International Journal of Research and Development, 01(05). 

 

Anderson, H.J. (2017). Organizational-citizenship behavior. In: Zeigler-Hill, V., Shackelford, T. (eds) 

Encyclopedia of personality and individual differences. Springer. https://doi.org/10.1007/978-3-319- 

28099-8_788-1 

 

Arifin, M., Herri, H. & Putri, H.E. (2019). Personality, grit and organizational citizenship behavior at vocational 

higher education: The mediating role of job involvement. Journal of Social Studies Education Research, 

10(2). 

 

Aristotle. (1941). Politics (B. Jowett, Trans.). In R. McKeon (Ed.). The Basic Works of Aristotle, 1114- 1316. 

Random House. 

 

Athar, M.R., Shahzad, K., Amad, J. & Ijaz, M.S. (2016). Impact of Islamic Work Ethics on Organizational 

Commitment: Mediating Role of Job Satisfaction. Journal of Islamic Business and Management, 6(1). 

 

Bateman, T. S., & Organ, D. W. (1983). Job satisfaction and the good soldier: The relationship between affect   

and   'citizenship.   Academy   of   Management   Journal,   26(4),   587-595. 

https://doi.org/10.2307/255908 

 

Bazelais, P., Lemay, D.J.&Doleck, T. (2016). How does grit impact college student's academic achievement in 

science? European Journal of Science and Mathematics Education,4(1), 2016, 33‐ 43. 

 

Bazzy, J. D. (2016a). Work ethic dimensions as predictors of ego depletion. Current Psychology, 37, 198-206. 

https://doi:10.1007/s12144-016-9503-6 

 

Bazzy, J.D. (2018b). Work Ethic Dimensions as Predictors of Ego Depletion. Current Psychology, 37, 198–206. 

https://doi.org/10.1007/s12144-016-9503-6 

 

Bouma, G.D. (1973). Beyond Lenski: A critical review of recent ‘Protestant ethic’ research. Journal for the 

Scientific Study of Religion, 12(2), 141–155. 

 

Brewer, G.A. (2008). Employee and Organizational Performance. In Perry, J.L. & Hondeghem, A. (Editors) 

(2008). Motivation in Public Management: The Call of Public Service. Oxford University Press. 

 

Britannica, T. Editors of Encyclopaedia (2023, December 29). work. Encyclopedia Britannica. 

https://www.britannica.com/science/work-physics 

 

Cary, C. D. (1977). The goals of citizenship training in American and Soviet schools. Studies in Comparative 

Communism, 10(3), 281-297. 

 

Chandrawaty, C. & Widodo, W. (2020). An Empirical Effect of Grit on Task Performance: Mediating by 

Transformational Leadership and Job Involvement. Journal of Xi'an University of Architecture & 

Technology, 12(4). 

https://doi.org/10.1007/978-3-319-28099-8_788-1
https://doi.org/10.1007/978-3-319-28099-8_788-1
https://psycnet.apa.org/doi/10.2307/255908
https://doi.org/10.1007/s12144-016-9503-6
http://www.britannica.com/science/work-physics


1368 

Abun et al., Divine Word International Journal of Management and Humanities 4(1)(2025) 1352-1373 

  

 

 

Cholbi, M. (2022). Philosophical Approaches to Work and Labor. Stanford Encyclopedia of Philosophy. 

https://plato.stanford.edu/entries/work-labor/ 

 

Chuented, P., Puranitee, P., & Pakakasama, S. (2023). Factors affecting residents’ internal motivation, grit, and 

well-being. BMC Medical Education, 23, 779 (2023). https://doi.org/10.1186/s12909-023- 04679-2 

 

Datu, J. A. D., Yuen, M., & Chen, G. (2017). Development and validation of the triarchic model of grit scale 

(TMGS): Evidence from Filipino undergraduate students. Personality and Individual Differences, 114, 

198–205. https://doi.org/10.1016/j.paid.2017.04.012 

 

Datu, J.A.D., Chiu, M.M., Mateo, N.J. & Yang, L. (2024). Persisting in tough times across Hong Kong, 

mainland China, and the Philippines: grit, achievement goal orientation, and science engagement. 

International Journal of STEM Education, 11(2). https://doi.org/10.1186/s40594-024- 00462-x 

 

Datu, J. A. D. (2021). Beyond passion and perseverance: Review and future research initiatives on the science 

of grit. Frontiers in Psychology, 11, 545526. https://doi.org/10.3389/fpsyg.2020.545526 

 

Donita, L., Tumanggor, R.O. & Tasdin, W. (2021). The Relationship Between Grit and Academic Performance 

in High School Students in Tangerang during Distance Learning. Advances in Social Science, Education 

and Humanities Research, 655. 

 

Duckworth, A.L., Peterson, C., Matthews, M.D., & Kelly, D.R. (2007). Grit: Perseverance and passion for long-

term goals. Journal of Personality and Social Psychology, 9, 1087-1101. 

 

Duckworth, A. L. & Quinn, P. D. (2009). Development and validation of the Short Grit Scale (Grit- S). 

Journal of Personality Assessment, 91, 166–174. https://doi.org/10.1080/00223890802634290. 

 

Duckworth, A. L., Steen, T. A., & Seligman, M. E. P. (2005). Positive psychology in clinical practice. 

Annual Review of Clinical Psychology, 1(1), 629–

651. https://doi.org/10.1146/annurev.clinpsy.1.102803.144154 

 

Efeoğlu, I.E. & Çalışkan, Y. (2018). A Brief History of Homo Economicus from the Economics Discipline 

Perspective. Adana Alparslan Türkeş Science and Technology University Journal of Social Science, 2(1), 

28-36. 

 

Elliethey, N.S., Aly Abou Hashish, E. & Ahmed Mohamed Elbassal, N. (2024). Work ethics and its relationship 

with workplace ostracism and counterproductive work behaviors among nurses: a structural equation 

model. BMC Nursing, 23, 126. https://doi.org/10.1186/s12912-024-01785-4 

 

Elster, J. (1989). Self-realization in Work and Politics. In J. Elster and K.O. Moene (eds.), Alternatives to 

Capitalism. Cambridge University Press, pp. 127–158. https://doi.org/10.1017/s0265052500000327 

 

Eskreis-Winkler, L., Gross, J. J., and Duckworth, A. L. (2016). Grit: sustained self-regulation in the service of 

superordinate goals, in Handbook of Self-Regulation: Research, Theory and Applications. 16, eds K. D. 

Vohs and R. F. Baumeister. Guilford, 380–395 

https://plato.stanford.edu/entries/work-labor/
https://doi.org/10.1186/s12909-023-04679-2
https://doi.org/10.1186/s12909-023-04679-2
https://doi.org/10.1016/j.paid.2017.04.012
https://psycnet.apa.org/doi/10.3389/fpsyg.2020.545526
https://doi.org/10.1080/00223890802634290
https://psycnet.apa.org/doi/10.1146/annurev.clinpsy.1.102803.144154
https://philpapers.org/go.pl?id=ELSSIW&proxyId&u=https%3A%2F%2Fdx.doi.org%2F10.1017%2Fs0265052500000327


1369 

Abun et al., Divine Word International Journal of Management and Humanities 4(1)(2025) 1352-1373 

  

 

 

Fan Q, Wider W and Chan CK (2023) The brief introduction to organizational citizenship behaviors and 

counterproductive work behaviors: a literature review. Frontier in Psychology, 14, 1181930. 

https://doi.org/10.3389/fpsyg.2023.1181930 

 

Febriawan, I.M., & Maulina, D. (2019). Development of the Employee Grit (E-Grit) Measurement: 

Dimensionality, Convergent Validity, and Reliability. Advances in Social Science, Education and 

Humanities Research, 494. 

 

Fernández-Aráoz, C. (2014). 21st-century talent spotting. Harvard Business Review, 92, 46–54. 

 

Fox, S. & Spector, P.E. (2002). An emotion-centred model of voluntary work behavior: Some parallels between 

counterproductive work behavior and organizational citizenship behavior. Human Resource Management 

Review, 12(2), 269–292. https://doi.org/10.1016/S1053-4822(02)00049-9 

 

Graham, J.W. (1991). An Essay on Organizational Citizenship Behavior. Employee Responsibilities and Rights 

Journal, 4(4). https://doi.org/10.1007/BF01385031 

 

Hasani, K., Boroujerdi, S.S. & Sheikhesmaeili, S. (2013). The effect of organizational citizenship behavior on 

organizational commitment. Global Business Perspectives, 1, 452–470. https://doi.org/10.1007/s40196-

013-0026-3 

 

Hodge, B., Wright, B. & Bennett, P. (2017). The Role of Grit in Determining Engagement and Academic 

Outcomes for University Students. Research in Higher Education, 59, 448–460). 

https://doi.org/10.1007/s11162-017-9474-y 

 

lnkeles, A. (1969). Participant citizenship in six developing countries. American Political Science Review, 63(4), 

1120-1141. https://doi.org/10.2307/1955075 

 

Jiang, L., Zhang, S., Li, X. & Luo, F. (2021). How grit influences high school student's academic performance 

and the mediation effect of academic self-efficacy and cognitive learning strategies. Current Psychology, 

42, 94–103. https://doi.org/10.1007/s12144-020-01306-x 

 

Jordan, S. L., Ferris, G. R., Hochwarter, W. A., & Wright, T. A. (2019). Toward a Work Motivation 

Conceptualization of Grit in Organizations. Group and Organization Management, 44(2), 320–360. 

 

Katz, D. (1969). The motivational basis of organizational behavior. Behavioral Science, 9, 131-133. 

http://dx.doi.org/10.1002/bs.3830090206 

 

Lee, J. (2022) The Role of Grit in Organizational Performance During a Pandemic. Frontier in Psychology, 13, 

929517. https://doi.org/10.3389/fpsyg.2022.929517 

 

Lee, Y.J., Shin, Y., Park, J. & Sohn, Y.W. (2018). Effect of grit on organizational citizenship behavior. Korean 

Journal of Industrial and Organizational Psychology, 31(1). 

 

Lessnoff, M.H. (1994). The spirit of capitalism and the Protestant ethic: An enquiry into the Weber thesis. E. 

https://psycnet.apa.org/doi/10.1016/S1053-4822(02)00049-9
https://psycnet.apa.org/doi/10.1007/BF01385031
https://doi.org/10.1007/s40196-013-0026-3
https://doi.org/10.1007/s40196-013-0026-3
https://doi.org/10.2307/1955075
http://dx.doi.org/10.1002/bs.3830090206
https://doi.org/10.3389/fpsyg.2022.929517


1370 

Abun et al., Divine Word International Journal of Management and Humanities 4(1)(2025) 1352-1373 

  

 

Elgar. 

Lilly, J.D. (2016). Organizational citizenship behavior. In: Farazmand, A. (eds) Global encyclopedia of public 

administration, public policy, and governance. Springer. https://doi.org/10.1007/978-3-319- 31816-

5_125-1 

 

Little, A. (1948). The Philosophy of Work. The Irish Monthly, 76(896), 56–65. 

http://www.jstor.org/stable/20515765 

 

Lysova, E.I., Tosti-Kharas, J., Michaelson, C., Fletcher, L., Bailey, C. & McGhee, P. (2023). Ethics and the future 

of meaningful work: Introduction to the special issue. Journal of Business Ethics, 185, 713–723. 

https://doi.org/10.1007/s10551-023-05345-9 

 

Mallick, E., Pradhan, R.K., Tewari, H.R. & Jena, L.K. (2020). Organizational Citizenship Behavior, Job 

Performance and HR Practices: A Relational Perspective. Management and Labor Studies, 39(4), 1-12. 

https://doi.org/10.1177/0258042X15578023 

 

Marri, M.Y.K.; Sadozai, A. M.; Zaman, H. M. F. & Ramay, M.I. (2012). The Impact of Islamic Work Ethics on 

Job Satisfaction and Organizational Commitment: A Study of Agriculture Sector of Pakistan. International 

Journal of Business and Behavioral Sciences, 2(12) 32-45 

 

Meriac, J. P., Slifka, J. S., & LaBat, L. R. (2015). Work ethic and grit: An examination of empirical redundancy. 

Personality and Individual Differences, 86, 401–405. https://doi.org/10.1016/j.paid.2015.07.009 

 

Miller, M.J., Woehr, D.J., & Hudspeth, N. (2002). The meaning and measurement of work ethic: Construction 

and initial validation of a multidimensional inventory. Journal of Vocational Behavior, 60(3), 451–489. 

https://doi.org/10.1006/jvbe.2001.1838 

 

Mudrack, P. E. (1997). Protestant work-ethic dimensions and work orientations. Personality and Individual 

Differences, 23(2), 217–225. https://doi.org/10.1016/S0191-8869(97)00041-X 

 

Nelson, B. (1973). Weber’s Protestant ethic: Its origins, wanderings, and foreseeable future. In C. Glock & P. 

Hammond (Eds), Beyond the classics (pp. 71–130). Harper & Row. 

 

Nesterak, E. (2022). Incorrect Ideas About "Why We Work" Warp Our Organizations…And Our Views of Human 

Nature. Behavioral Scientist. https://behavioralscientist.org/ 

 

Notanubun, Z. (2020). The Effect of Organizational Citizenship Behavior and Leadership Effectiveness on 

Public Sectors Organizational Performance: Study in the Department of Education, Youth and Sports in 

Maluku Province, Indonesia. Public Organization Review, 21, 1–18. https://doi.org/10.1007/s11115-020-

00475-4 

 

Nyathi, M. & Kekwaletswe, R. (2023). Realizing employee and organizational performance gains through 

electronic human resource management use in developing countries. African Journal of Economic and 

Management Studies, 14 (1), 121-134. https://doi.org/10.1108/AJEMS-11-2021-0489 

 

Organ, D.W. (1988). Organizational Citizenship Behavior: It’s Construct Clean-Up Time. Human Performance, 

http://www.jstor.org/stable/20515765
https://doi.org/10.1006/jvbe.2001.1838
https://psycnet.apa.org/doi/10.1016/S0191-8869(97)00041-X
https://behavioralscientist.org/
https://www.emerald.com/insight/search?q=Musa%20Nyathi
https://www.emerald.com/insight/search?q=Ray%20Kekwaletswe
https://www.emerald.com/insight/publication/issn/2040-0705
https://www.emerald.com/insight/publication/issn/2040-0705
https://doi.org/10.1108/AJEMS-11-2021-0489


1371 

Abun et al., Divine Word International Journal of Management and Humanities 4(1)(2025) 1352-1373 

  

 

10(2), 85-97. 

Organ D. W. & Ryan, K. (1995). A meta-analytic review of attitudinal and dispositional predictors of 

organizational citizenship behavior. Personnel Psychology, 48, 4, 775-803. 

https://doi.org/10.1111/j.1744-6570.1995.tb01781.x 

 

Osibanjo, A.O., Akinbode, J.O., Falola, H.O. & Oludayo, A.O. (2015). Work Ethics and Employees’ Job 

Performance. Journal of Leadership, Accountability and Ethics, 12(1), 107. 

 

Perloff R.M. (2013). The Dynamics of Persuasion: Communication and Attitudes in the 21st Century. 

Routledge 

 

Petrovic, G. (2008). Mas as Economic Animal and Mas as Praxis an Interpretation of Marx. An Interdisciplinary 

of Philosophy, 6(1-4). https://doi.org/10.1080/00201746308601366 

 

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). Organizational citizenship 

behaviors: A critical review of the theoretical and empirical literature and suggestions for future research. 

Journal of Management, 26, 513–563. https://doi.org/10.1177/014920630002600307 

 

Podsakoff, P. M., & MacKenzie, S. B. (1997). Impact of Organizational Citizenship Behavior on Organizational 

Performance: A Review and Suggestion for Future Research. Human Performance, 10(2), 133–151. 

https://doi.org/10.1207/s15327043hup1002_5 

 

Psychologist Word (n.d). Five-Factor Model of Personality. Psychologist World. 

https://www.psychologistworld.com 

 

Richard. A. (1998). Work, philosophy of. Routledge Encyclopedia of Philosophy, Taylor and Francis. 

https://www.rep.routledge.com/articles/thematic/work-philosophy-of/v-1. 

https://doi.org/10.4324/9780415249126-S068-1 

 

Rego, A., Cavazotte, F., Cunha, M. P. e, Valverde, C., Meyer, M., & Giustiniano, L. (2021). Gritty Leaders 

Promoting Employees’ Thriving at Work. Journal of Management, 47(5), 1155- 1184. 

https://doi.org/10.1177/0149206320904765 

 

Robins, A.G. (2022). Measuring Grit as a Predictor of Academic Success Among African American Male 

Students in STEM Programs at Predominantly White Institutions in Western Pennsylvania. Young, Gifted 

and Missing (Diversity in Higher Education, 25. https://doi.org/10.1108/S1479- 364420220000025001 

 

Puteri, H.E. & Arifin, M. (2020) Exploring personality, Grit and organizational citizenship behavior at higher 

education: The mediating roles of job involvement. Journal of Physics: Conference Series, 1471, 

012025. 

 

Roethlisberger, F.J, & Dickson, W. J (1964). Management and the worker. Wiley Science Editions Salahudin, 

S.N., Baharudin, S.S., & Safizal, M. (2016). The Effect of Islamic Work Ethics on 

Organizational Commitment. Procedia Economics and Finance, 35, 582-590. 

https://doi.org/10.1016/S2212-5671(16)00071-X 

 

https://doi.org/10.1111/j.1744-6570.1995.tb01781.x
https://doi.org/10.1080/00201746308601366
https://doi.org/10.1177/014920630002600307
https://www.psychologistworld.com/
http://www.rep.routledge.com/articles/thematic/work-philosophy-of/v-1
https://doi.org/10.4324/9780415249126-S068-1
https://doi.org/10.1177/0149206320904765
https://www.emerald.com/insight/search?q=Anthony%20G.%20Robins
https://doi.org/10.1108/S1479-364420220000025001
https://doi.org/10.1108/S1479-364420220000025001
https://www.researchgate.net/journal/Procedia-Economics-and-Finance-2212-5671
http://dx.doi.org/10.1016/S2212-5671(16)00071-X


1372 

Abun et al., Divine Word International Journal of Management and Humanities 4(1)(2025) 1352-1373 

  

 

Salahudin, M.M. (2011). Generational Difference Impact on Leadership Style and Organizational Success. 

Journal of Diversity Management, 5(2). https://doi.org/10.19030/jdm. v5i2.805 

 

Sanguras, L.Y. (2021). Grit and resilience in children. In: Nabors, L. (eds) Resilient children. Springer. 

https://doi.org/10.1007/978-3-030-81728-2_4 

 

Sayer, A. (2005). Class, Moral Worth and Recognition. Sociology, 39(5), 947– 

963. https://doi.org/10.1177/0038038505058376 

 

Schwartz, A. (1982). Meaningful work. Ethics, 92 (4), 634-646. 

 

Serang, S., Ramlawati, R., Suriyanti, S., & Nurimansjah, R>A. (2024). The role of ethical leadership on 

employees’ behaviors and commitment to the organization. SA Journal of Human Resource Management, 

22(2024). 

 

Sharma, B. R., & Rai, S. (2015). A Study to Develop an Instrument to Measure Work Ethic. Global Business 

Review, 16(2), 244–257. https://doi.org/10.1177/0972150914564417 

 

Skarlicki, D.P. & Latham, G.P. (1995). Organizational Citizenship Behavior and Performance in a University 

Setting. Canadian Journal of Administrative Sciences, 12(3), 175-181. https://doi.org/10.1111/j.1936-

4490.1995.tb00082.x 

 

Smith, C. A., Organ, D. W., & Near, J. P. (1983). Organizational citizenship behavior: Its nature and 

antecedents. Journal of Applied Psychology, 68(4), 653-663. https://doi.org/10.1037/0021- 9010.68.4.653 

 

Swazan, I.S., & Youn, Sy. (2023). Frontline resilience in the retail realm: the role of moral disengagement in 

understanding employee behavior in the post-pandemic uncertainties. Future Business Journal, 9, 84. 

https://doi.org/10.1186/s43093-023-00263-8 

 

Tang, X., Wang, MT., & Parada, F. (2021). Putting the Goal Back into Grit: Academic Goal Commitment, Grit, 

and Academic AchiJuniadi, J. & Evement. Journal of Youth Adolescence 50, 470–484. 

https://doi.org/10.1007/s10964-020-01348-1 

 

Tang, X., Wang, M.T., Guo, J., Salmela-Aro, K. 2019). Building grit: The longitudinal pathways between 

mindset, commitment, grit, and academic outcomes. Journal of Youth Adolescence, 48, 850–863. 

https://doi.org/10.1007/s10964-019-00998-0 

 

Tarmidi, D. & Arsjah, R.J. (2019). Employee and Organizational Performance: Impact of Employee Internal 

and External Factors, Moderated by Online Application. Journal of Resource Development and 

Management, 57. https://doi.org/10.7176/JRDM 

 

Ud Din, M., Khan, F., Khan, U., Kadarningsih, A., & Darmi, S. (2019). The Effect of Islamic Work Ethics on the 

Job Performance: Mediating Role of Intrinsic Motivation. International Journal of Islamic Business 

Ethics 4(2), 676. https://doi.org/10.30659/ijibe.4.2.676-688 

 

Udin, U., Dananjoyo, R., Shaikh, M., & Vio Linarta, D. (2022). Islamic Work Ethics, Affective Commitment, 

http://dx.doi.org/10.19030/jdm.v5i2.805
https://doi.org/10.1177/0038038505058376
https://doi.org/10.1177/0972150914564417
https://doi.org/10.1111/j.1936-4490.1995.tb00082.x
https://doi.org/10.1111/j.1936-4490.1995.tb00082.x
https://psycnet.apa.org/doi/10.1037/0021-9010.68.4.653
https://psycnet.apa.org/doi/10.1037/0021-9010.68.4.653
https://doi.org/10.1007/s10964-020-01348-1
https://www.researchgate.net/journal/International-Journal-of-Islamic-Business-Ethics-2502-0633
https://www.researchgate.net/journal/International-Journal-of-Islamic-Business-Ethics-2502-0633
https://www.researchgate.net/journal/International-Journal-of-Islamic-Business-Ethics-2502-0633
http://dx.doi.org/10.30659/ijibe.4.2.676-688


1373 

Abun et al., Divine Word International Journal of Management and Humanities 4(1)(2025) 1352-1373 

  

 

and Employee’s Performance in Family Business: Testing Their Relationships. SAGE Open. 

https://doi.org/10.1177/21582440221085263 

 

Van Ness, R.K., Melinsky, K., Buff, C. & Seifert, C.F. (2010). Work Ethic: Do New Employees Mean New 

Work Values? Journal of Managerial Issues, 22 (1), 10-34. 

 

Vinson, J.M., McMillan, J.& Schleifer, S.F. (2022). An investigation of the association of grit with performance 

in accounting courses. Journal of Accounting Education, 59, 100779. 

https://doi.org/10.1016/j.jaccedu.2022.100779 

 

Wang, L., Hinrichs, K.T. & Prieto, L (2013). Five dimensions of organizational citizenship behavior: 

Comparing antecedents and levels of engagement in China and the US. Asia Pacific Journal of 

Management, 30, 115-147. 

 

Ward S. J., King L. A. (2017). Making sense: Meaning in life in a cognitive context. In Robinson M. D., Eid M. 

(Eds.), The happy mind: Cognitive contributions to well-being (409–425). Springer. 

 

Wilhelm, B., Simarasl, N., Riar, F.J., & Kellermanns, F.W. (2022). Organizational citizenship behavior: 

understanding interaction effects of psychological ownership and agency systems. Review of Managerial 

Science, 18, 1–27. https://doi.org/10.1007/s11846-022-00610-z 

 

Yaakobi, E. &Weisberg, J. (2020). Organizational Citizenship Behavior Predicts Quality, Creativity, and 

Efficiency Performance: The Roles of Occupational and Collective Efficacies. Frontier in Psychology, 

11, 758. https://doi.org/10.3389/fpsyg.2020.00758 

 

Yaure, R. G., Murowchick, E., Schwab, J. E., & Jacobson-McConnell, L. (2021). How Grit and Resilience Predict 

Successful Academic Performance. Journal of Access, Retention, and Inclusion in Higher Education, 

3(1). 

 

Zhang, Y., Liao, J. & Zhao, J. (2011). Research on the organizational citizenship behavior continuum and its 

consequences. Frontier of Business Research in China 5, 364–379. https://doi.org/10.1007/s11782- 011-

0135-2 

 

Zyl, L.E., van Vuuren, M., Roll, L.C. & Stander, M.W. (2022). Person-Environment Fit and Task Performance: 

Exploring the Role (s) of Grit as a Personal Resource. Current Psychology, 42(27). https://doi.org/ 

10.1007/s12144-022-03461-9 

 
Publisher’s Note: DWIJMH stays neutral with regard to jurisdictional claims in published maps and institutional affiliations. 

 

© 2025 by the authors. Licensee DWIJMH. This article is an open access article distributed under the terms and conditions of 

the Creative Commons Attribution-NonCommercial-ShareAlike 4.0 International License 

(https://creativecommons.org/licenses/by-nc-sa/4.0/) 

 

Divine Word International Journal of Management and Humanities. DWIJMH is licensed under a Creative Commons 

Attribution 4.0 International License. 

 

https://doi.org/10.1177/21582440221085263
https://doi.org/10.1016/j.jaccedu.2022.100779
https://doi.org/10.3389/fpsyg.2020.00758
http://dx.doi.org/10.1007/s12144-022-03461-9
http://creativecommons.org/licenses/by-nc-sa/4.0/
http://ssbfnet.com/ojs/index.php/ijrbs
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/

