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Introduction
Globalization, technology, innovation and the quality and quantity 
of workforce, has created dynamic work environment. This has 
introduced competition challenges to organizations, and those 
unable to cope with these challenges may struggle to survive. 
Performance of public sector organizations is determined by their 
capacity to acquire human capital with the prerequisite skills, and 
competencies necessary for achievement of the organizational 
goals. Organizations have to take cognition of the fact that 
employees are the key resource of production [1]. In the United 
Kingdom, results of a study on factors affecting employee’s 
performance indicated environment, management support and 
intrinsic motivation as the strongest direct and indirect impacts 
on job performance.

In developing nations like Nigeria for example, a study revealed 
that employee performance is affected by work-life, family 
interface and economic conditions. Additionally, challenges related 
to employee performance, in developing countries are; inadequate 
resources and infrastructure [2]. This can make it more difficult 
for organizations to effectively manage and optimize employee 
performance. Organizations need to consider the economic context 
in which they operate and adopt strategies and practices that are 
tailored to these conditions. A study conducted in Ghana found 
organizational citizenship behavior and employee commitment 
to be the internal marketing tools for improving employee 
performance, work-life balance and various other factors such 
as cultural differences, economic conditions, and government 
policies to be the hindrance to employee performance [3]. 

This research examines how organizational citizenship behavior, 
employee commitment and talent management affect employee’s 
performance among the employees of KenGen and Kenya Power 
(electricity companies) in Kenya. Kenya Electricity Generating 
Company (KenGen), is the largest electricity power producer in 
Kenya, generating over 60% of the electricity and sells to Kenya 
Power. Kenya Power is a public liability company. The Electricity 
companies have their headquarters at Stima Plaza in Nairobi 
County where the study was concentrated with a population of 
2,288 employees, from which a sample size of 422 was drawn. 

However, the electricity company employees are stationed in each 
of the forty-seven counties in Kenya, having majority of personnel. 

From the literature, it is clear that electricity is an enabler of 
economic transformation, it is therefore necessary to study 
employee performance in the two major players. In the recent past, 
there have been numerous complaints about poor service delivery 
by Kenya Power, ranging from frequent power outage, power 
interruptions without warning, billing errors, slow response to 
emergency cases, inadequate electricity meters, ignored emergency 
calls, among others [4]. Many areas in Kenya adversely suffer 
frequent power failure due to grid power inefficiencies [5]. The 
level and intensity of electricity use in a country is a key indicator 
of economic growth and development, thus, it should be available 
in adequate quantity, quality, and affordable price [6].

Literature Review
Theoretical perspective and Literature Review
This study was supported by Attribution theory, Side-Bet theory 
and Resource-Based View theory. 

Attribution Theory
Attribution theory refer to how individuals cognitively, affectively, 
and behaviorally respond to occasions [7]. The theory states that, 
people are motivated to understand why things happen thus, 
making causal attributions. According to (Makhdoom & Nawaz, 
it has two dimensions, internal, which is motivation and ability 
and external which is the environment. These internal and external 
factors attribute to the cause of employee behavior. Application 
of the theory to the study proposes the aspects of the work and 
the environment to which employees attribute as positive which 
will influence their performance through the mediating variable 
of employee commitment [8].

Side-Bet Theory
Side-Bet Theory on the other hand is referred to as commitment 
due to the accumulation of anything of value invested. In Becker’s 
opinion, individuals become committed to a course of action 
because the costs associated with behaving otherwise are too 
high [9]. They state that, the magnitude of one's investments in a 

Review Article Open    Access

ISSN: 2755-0214

Journal of Economics & Management 
Research 



Citation: Dinah A Liech, Michael Korir, Catherine Mugenda (2024) To Establish the Effect of Organizational Citizenship Behavior on Employee Performance: A 
Moderated Mediation Model of Talent Management and Employee Commitment. Journal of Economics & Management Research. SRC/JESMR-293.
DOI: doi.org/10.47363/JESMR/2024(5)216

J Econ Managem Res, 2024            Volume 5(3): 2-6

particular activity decreases the likelihood that the activity will 
be discontinued, but there would be a continuance commitment. 
According to Joarder et al., side-bets theory refer to anything of 
value the individual has invested such as time, effort or money 
that would be lost or deemed worthless if the individual were to 
leave the organization [10]. Its application to this study proposes 
that employees get committed when they have invested interest 
in the organization.

According to Debebe, committed employe direct their priorities 
towards the achievement of organizational goals and employees 
invest in the organization emotionally and materially. This makes 
it difficult for the employee to leave the organization due to the 
possible cost associated with the decision to leave.

Resource-Based View Theory
Consequently, Resource-Based View theory is concerned with 
the enhancement of the human capital of an organization [1]. The 
theory advocates that investment in people increases their value 
to the organization and sustains its competitive advantage when it 
has a pool of human resource that cannot be imitated or substituted 
by a competitor and that it develops organization’s strategic 
capability. Organization’s competitive advantage depends on its 
unique resources and capabilities [11]. The theory propounded 
that, by hiring and developing talented employees, organizations 
create more intelligent workforce and extend skills base, making 
its business more flexible than their competitors. 

Effect of Organizational Citizenship Behaviour on Employee 
Commitment
In a study conducted by Nguyen et al., effect of organizational 
citizenship behavior on the organizational commitment of 
employees in higher educational institutions established that OCB 
components such as sportsmanship and civic virtue influences 
organizational commitment. Helping demonstrated a substantial 
effect on organizational commitment. They also found a difference 
in organizational commitment between groups of respondents 
based on age and educational level.

In a study conducted by Shrestha on employee commitment 
and organizational citizenship behavior in Nepal, affective and 
normative commitment were found to have a positive relationship 
with both altruism and compliance factors of organizational 
citizenship behavior. Research conducted by Matoke & Nyanga’, 
on Talent Management Strategies and Employee Performance 
in Wildlife services in Kenya found that, employer branding, 
recruitment and selection influences employee performance 
in Wildlife Work. According to Hemaloshinee, organizational 
citizenship behaviour was found to be positive and recommends 
it as a way to increase employee commitment. The study was 
based on a sample size of 64 employees from a target population 
of 322 employees. The objective of the study was to specifically 
establish how talent attraction, and talent retention influence 
employee performance. 

In a study by Grego, he found organizational citizenship 
behavior positive, but not correlated with normative and 
continuance commitment. He stated, since normative commitment 
demonstrates a sense of duty and loyalty, employees with this type 
of commitment displays citizenship behavior while those with 
continuance commitment express compulsion to stay with the 
organization because they have no alternative, such employees 
do not demonstrate citizenship behaviour. According to Kartoka 
& Pienata, affective commitment, continuance commitment 
and normative commitment positively and significantly affect 
Organizational Citizenship Behaviour (OCB). 

Conceptual Framework of the Study
Conceptual framework of this study exemplifies the interactions 
between dependent variable, independent variable, mediating 
variable, moderating variable and the moderated mediation. The 
study proposes to establish; the direct effect of organizational 
citizenship behavior on employee performance (Ho1); employee 
commitment and employee performance (Ho2); talent management 
and employee performance (Ho3); organizational citizenship 
behavior and employee commitment (Ho4); mediated effect of 
employee commitment on the relationship between organizational 
citizenship behavior and employee performance (Ho5); moderating 
effect of talent management on the relationship between Employee 
Commitment and Employee Performance (Ho6), and moderated 
effect of Talent Management on the indirect relationship between 
Organizational Citizenship Behaviour and Employee Performance 
through Employee Commitment (Ho7). The control variables were; 
gender, age and Education. 

Figure 1: Conceptual Framework of the Study
Source: Hayes [2018]

Methodology of the Study 
This research was conducted in Nairobi County in Kenya. The 
study was explanatory and quantitative with scientific analysis. 
The target population of the study comprised KenGen and 
Kenya Power employees stationed in Nairobi County. The target 
population from the two companies was 2,887 identified using 
stratified sampling technique. From the target population, a sample 
size of 422 was obtained through Yamane formula. The distribution 
in order of strata is contained in Table 1 below.
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Table 1: Target Population and Sample Size
Population stratified Sample size (n)/ Yamane formula (n=N/1+N(e)2
Employees category KenGen Kenya power Total
Unionized
(180)

n= 500 (73) n= 734 (107) n= 1,234

Non-unionized
(242)

n=100 (15) n= 1,553 (227) n= 1,653

Total
(422)

n= 600 (88) n=2,287 (334) n= 2,887

Source: Staffs complement control of the companies (2023)

The sample size of 422 comprising unionized and unionized 
employee from the two companies stationed at the companies’ 
headquarters in Nairobi. The sample size was adequate as 
necessary for hypothesis testing since it was above 80%, certain 
of identifying a statistically significant outcome [13]. The 
composition of employees at KenGen headquarters comprises 
more management since majority of staff at the county offices are 
unionized employee. The management employees in this context 
are those who are not unionized who were the majority in the 
headquarter of KenGen office in Nairobi at the time of the study. 
The researcher designed a quantitative questionnaire into five 
sections; employee performance organization citizenship behavior, 
employee commitment, talent management and demographic 
attributes, and 7-points Likert scale was used to collect data which 
was self-administered. The survey was conducted between the 
months of May and August 2022. Data analysis was conducted 
on the dependent variable, independent variable, a mediator, a 
moderator, and control variables. The independent variable was 
organizational citizenship behavior; employee commitment as 
mediator moderator was Talent management, while Employee 
performance was the dependent variable.

Measures of the Variables
Organizational Citizenship Behavior (Independent Variable)
The organizational citizenship behavior had five dimensions with 
twenty-three (23) items adopted from Sharma and Jain from the 
work of Organ (1988) with modification to suit the needs of the 
study [14]. employee commitment had 18 words adopted from 
Allen & Meyer (2004), while talent management had 13 words 
adopted from Kaleem (2019) and modified to suit the study.

Covariates 
The covariates used by the study were gender, age, and educational 
level of the employees. Gender was measured on the perimeter 
of 2 codes assigned for male 1 and female 2. Age was measured 
with 5 codes 18 - 25 years code 1; 26 - 35 years code 2; 36 – 45 
years code 3; 46 - 55 years – 4; 56 – 60 years code 5 respectively. 
Educational level was measured by assigning four codes ranging 
from code 1 to 4 for: Certificate, Diploma level, Graduate, and 
Postgraduate respectively. 

Analysis of Data
The process of data analysis in this study involved identifying 
analytical tools and using different tests for each study hypothesis. 

This process involved cleaning data, checking for inconsistencies 
and missing responses to guarantee accuracy and completeness 
of the instrument. Descriptive statistics was used to transform 
numerical values into meaningful information, by using mean 
and standard deviation to establish the shape of the distribution 
and justified the utilization of correlation and regression analysis 
for inferential statistics. Bartlets test of Sphericity and Kaiser- 
Meyer- Olkin (KMO) were used to establish adequacy of 
sample. MacKinnon four-step technique was used for mediation 
with regression analysis which was aimed at establishing the 
moderating effect of talent management on the relationship 
between organizational citizenship behavior and employee 
performance, employee commitment, and employee performance. 
Moderated mediation was evaluated using Hayes process (Model 
14) [18]. Significant level was acceptable at p< 0.05, while KMO 
index was accepted at the range between 0 to 1. Items with low 
factor loading values and poor fitting in the model were removed 
from the data set. Items which indicated the factor loadings values 
above 0.5 were used for further descriptive analyses. 

Results
This study aimed at establishing the relationship between 
organizational citizenship behavior and employee performance, 
on the analysis of moderating role of Talent management and 
found positive effect. Consequently, moderated mediation was 
evaluated using (Hayes) model 14 to establish the indirect effect 
of organizational citizenship behavior and employee performance 
through employee commitment [12]. The standard errors for 
estimating parameters were achieve at 95 % confidence level and 
alpha (α = 0.05) signified significant effect.

Descriptive Statistics 
Table: 3 contain the means, standard deviations of all the research 
variables. The results reflected that employee performance and 
organizational citizenship behavior had the highest mean of 
5.787 and 5.702 with a standard deviation of 1.403 and 1.154 
respectively. In addition, all the variables had reliability of 
Cronbach’s Alpha above .7 which is the accepted range. Results 
of correlation coefficient reflected that all variables had positive 
correlation with organizational citizenship behavior having the 
highest relationship with r = .627, p .000, followed by employee 
commitment with r =.516, p.000, and talent management with .343, 
p.000 which was the lowest though positive as contained in table 2.
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Table 2: Results of Organizational Citizenship Behavior, Employee Commitment, Talent Management and Employee 
Performance
Variables (395) Items Mean SD Reliability  Correlation
Employee 
performance

17 5.787 1.403 .844 1

Organizational 
citizenship behavior    

23 5.702 1.154 .630  .627**

Employee 
commitment

18 5.155 1.727 .800 .515**

Talent management 13 4.508 1.971 .886  .343**
**Correlation is significant at the 0.01 level (2-tailed).

Source: Researcher’s work (2023)

Mediation Test
Mediation effect was hypothesized that, employee commitment has no mediation effect on the relationship between organizational 
citizenship behavior and employee performance. According to (Chuah et al.,) for mediation to take place, there must be a direct 
relationship between the independent variable (predictor) and the dependent variable (outcome), path c’ when path a1 and path b1 are 
held constant [15]. Secondly, there must be a significant influence between the independent variable and mediating variable, path a, 
and thirdly, the mediator variable must influence the dependent variable, path b. To test the direct effect in the four steps, test statistic 
of coefficient of determination (R2), beta coefficient (β) and p-values were used. The decision to accept or reject the significance 
of hypothesis was set at (p <0.05) for the variables. The decision on the tests in respect of the direct effects of H1 to H4 was based 
on the t values -1.96 to +1.96 and p values of ≤.05 were followed and the mediation effect was tested using hierarchal regression 
analysis with the aid of Process Macro Version 3.2 Model 4 [12]. The result of the direct effect of organizational citizenship behavior 
on employee performance (path c’), β=.511, p=0.000 which revealed a positively significant effect. Secondly, the direct effect of 
organizational citizenship behavior on employee commitment (path a), β=.433, p=0.000, and in return employee commitment had a 
positive effect on employee performance (path b), β.302, p .000. The mediation effect of employee commitment on the relationship 
between organizational citizenship behavior and employee performance, β.131, LLCI.082, ULCI.187. The effect is partial and 
complementary since there existed a significant effect in the relationship between the variables as reflected in Table 3 below.

Table 3: Mediation Analysis of Employee Commitment on the Relationship between Organizational Citizenship Behavior 
and Employee Performance
Variables coeff se t p LLCI ULCI
constant .417 .186 2.243 .025 .052 .783
ZOCB .641 .040 16.030 .000 .563 .720
Gender .002 .079 .025 .980 -.154 .158
Age -.081 .045 -1.791 .074 -.170 .008
Education -.066 .046 -1.414 .158 -.157 .026
**** Total, Direct, and Indirect effects of X on Y ****
Mediation effect coeff se t p LLCI ULCI
Total effect of X on Y : .641*** .040 16.030 .000 .563 .720
Direct effect of X on Y: .511*** .042 12.289 .000 .429 .592
Indirect effect(s) of X on Y:
ZEC .131*** .027 .082 .187

Discussion
The findings of this study revealed that, employee commitment positively affects the relationship between organizational citizenship 
behavior and employee performance. Therefore, the mediating effect of employee commitment is beneficial in amplifying the positive 
effect of organizational citizenship behavior (OCB) on employees' performance. The mediation effect of employee commitment on 
the relationship between organizational citizenship behavior and employee performance is partial due to the fact that, full positive 
effect existed on direct relationship in the absence of employee commitment, (β=.641, p=.000), and when employee commitment 
was introduced to model, the result reflected a reduced effect, (β=.511, p=.000). This implies that if the culture of organizational 
citizenship behavior is embraced and practiced in the organization, employee performance will be high even with minimal commitment, 
but employee commitment will still complement the already existing relationship. Given the findings, the null hypothesis of the 
study was rejected. The study findings relate that of (Agus & Selvaraj) who found that employee commitment partially mediates the 
relationship between variables [16]. (Singh) found a partial mediating effect of employee commitment, on the relationship. Equally, 
(Alansaari et al.,) found partial and complementary mediating effect on the relationships [17-33].
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Conclusion
This study was based on a cross-sectional research design; thus, 
data collection was done at one point leaving out majority of the 
employee deployed at the county levels. As a result, the findings 
may not be generalized on the employees’ performance. Future 
research should, consider longitudinal designs for more insight on 
assumptions that may have been made in this study. Future studies 
should consider using Hayes Process Model 15 and coverage 
of a wider area with a bigger target population to explore the 
problems for validation of the findings of this study. Finally, future 
studies should use exploratory research that consider adopt mixed-
method approach for data collection to obtain both qualitative 
and quantitative data for details that may be unearthed which 
influences employee performance.

References
1. Armstrong M, Brown D (2019) Strategic Human Resource 

Management: Back to the future. Institute for Employment 
Studies Reports 1: 1-36.

2. Babapour J, Gholipourb A, Mehralian G (2018) Human 
resource management challenges to develop pharmaceutical 
industry: Evidence from developing countries. Iranian Journal 
of Pharmaceutical Research: IJPR 17: 224.

3. Cobbinah E, Afful IK, Cobbinah FJ (2021) The Relationship 
between Organizational Commitment, Organizational 
Citizenship Behaviour and Employee Job Performance: 
Empirical Evidence from Metropolitan, Municipal and 
District Assemblies in Ghana. The International Journal of 
Business & Management 9: 348-360.

4. Mbau MW (2020) The Role of Internal Branding in 
Improving Customer Service Delivery: A Case Study of 
Kenya Power. https://repository.daystar.ac.ke/server/api/core/
bitstreams/70f66cfb-cf9c-4ef0-8c39-99785e941bdb/content. 

5. Kariuki NJ (2017) Factors affecting the efficiency of 
national electric grid in Kenya. https://core.ac.uk/download/
pdf/224836753.pdf. 

6. Ndirangu MI, Maitho T (2020) Factors influencing 
sustainability of public street light development projects in 
Nairobi City County, Kenya. International Academic Journal 
of Information Sciences and Project Management 3: 245-260.

7. Weiner B (2019) Wither attribution theory? Journal of 
Organizational Behavior 40: 603-604.

8. Makhdoom TR, Nawaz M (2019) Attribution about Job 
Performance in Organizations: A Test of Harold Kelley’s 
Model on University Teachers. International Research Journal 
of Arts and Humanities 47: 159.

9. Meyer JP, Allen NJ (2004) TCM employee commitment 
survey academic users guide 2004. London, Ontario, Canada: 
The University of Western Ontario, Department of Psychology 
pp: 143-159.

10. Joarder MHR, Ali Ashraf M, Ratan SRA (2020) Quality 
Education from Faculty Management Perspectives in Private 
Higher Education: Does Faculty Commitment Behaviour 
Mediate? International Journal of Education and Practice 
8: 190-206.

11. Utami H, Alamanos E (2023) Resource-Based Theory: A 
review. TheoryHub Book. https://open.ncl.ac.uk/theories/4/
resource-based-theory/. 

12. Hayes AF (2018) Partial, conditional, and moderated 
moderated mediation: Quantification, inference, and 
interpretation. Communication Monographs 85: 4-40.

13. Andrade C (2020) Sample size and its importance in research. 
Indian Journal of Psychological Medicine 42: 102-103.

14. Sharma V, Jain S (2014) A scale for measuring organizational 
citizenship behavior in manufacturing sector. Pacific Business 

Review International 6: 57-62.
15. Chuah F, Kenny T, Hiram T, Evan L (2016) A behavioral 

approach to modelling strategy execution: The role of 
organizational support and the moderated mediation effect 
of engagement and communication. International Review of 
Management and Marketing 6: 217-225.

16. Agus A, Selvaraj R (2020) The mediating role of employee 
commitment in the relationship between quality of work 
life and the intention to stay. Employee Relations: The 
International Journal 42: 1231-1248.

17. Alansaari O, Yusoff R, Ismail F (2019) The mediating 
effect of employee commitment on recruitment process 
towards organizational performance in UAE organizations. 
Management Science Letters 9: 169-182.

18. Al-Qeed MA, Khaddam AAH, Al-Azzam ZF, Atieh KAEF 
(2018) The effect of talent management and emotional 
intelligence on organizational performance: Applied study 
on pharmaceutical industry in Jordan. Journal of Business 
and Retail Management Research (JBRMR) 13: 1-14.

19. Bostjancic E, Slana Z (2018) The role of talent management 
comparing medium-sized and large companies–major 
challenges in attracting and retaining talented employees. 
Frontiers in Psychology 9: 1750.

20. Cheese P, Thomas RJ, Craig E (2007) The talent powered 
organization: Strategies for globalization, talent management 
and high performance. Kogan Page Publishers. http://ndl.
ethernet.edu.et/bitstream/123456789/32369/1/247.Peter%20
Cheese.pdf.  

21. Cross Walker T (2020) Inclusive talent management in the 
public sector: Theory and practice. Transnational Corporations 
Review 12: 140148.

22. Edwards KD, Konold TR (2020) Moderated mediation 
analysis: A review and application to school climate research. 
Practical Assessment Research and Evaluation 25: 5.

23. El Dahshan M, Keshk LI, Dorgham LS (2018) Talent 
management and its effect on organization performance 
among nurses at shebin el-kom hospitals. International Journal 
of Nursing 5: 108-123.

24. Kaleem M (2019) The influence of talent management on 
performance of employee in public sector institutions of the 
UAE. Public Administration Research 8: 8-23.

25. Koopmans L, Bernaards CM, Hildebrandt VH, Lerner D, 
De Vet HC, et al. (2016) Cross-cultural adaptation of the 
individual work performance questionnaire. Work 53: 609-
619.

26. Maamari BE,  Alameh K (2016) Talent management 
moderating the relationship between recruitment for the 
highly skilled and HR policies. Contemporary Management 
Research 12: 121-138.

27. Mahfouz S, Abd Halim MS, Bahkia AS, Alias N (2022) 
Mediating Role of Employee Commitment in the Relationship 
Between Transactional Leadership and Employee 
Performance. Journal of Governance and Regulation/Volume 
11: 1-14. 

28. Memon MA, Cheah JH, Ramayah T, Ting H, Chuah F, et al.  
(2019) Moderation analysis: Issues and guidelines. Journal 
of Applied Structural Equation Modeling 3: 1-11.

29. Mulunda KJ, Were S, Muturi W (2018) Effect of collective 
bargaining on employee performance in the energy sector in 
Nairobi City County, Kenya. International Academic Journal 
of Human Resource and Business Administration 3: 478-499.

30. Otuya W (2019) Kenny and Baron 4 step analysis (1986): A 
case of employee job satisfaction as a mediator between ethical 
climate and performance among sugarcane transport SMEs 
in western Kenya. Journal of Economics and Sustainable 



Citation: Dinah A Liech, Michael Korir, Catherine Mugenda (2024) To Establish the Effect of Organizational Citizenship Behavior on Employee Performance: A 
Moderated Mediation Model of Talent Management and Employee Commitment. Journal of Economics & Management Research. SRC/JESMR-293.
DOI: doi.org/10.47363/JESMR/2024(5)216

J Econ Managem Res, 2024            Volume 5(3): 6-6

Copyright: ©2024 Dinah A Liech, et al. This is an open-access article 
distributed under the terms of the Creative Commons Attribution License, 
which permits unrestricted use, distribution, and reproduction in any medium, 
provided the original author and source are credited.

Development, 10: 14.
31. Ponchio MC, Correio AS (2018) The simple moderation 

model and its use in business research/O modelo de moderacao 
simples e seu emprego no campo da administracao. InternexT: 
Revista Eletronica de Negocios Internacionais Da ESPM 
13: 1.

32. Sari ADK, Wahyuni S (2019) Effect of employee resilience 
against OCB: The role of organizational commitment 
mediation. International Journal of Education and Social 
Science Research 2: 27-38.

33. Schober P, Boer C, Schwarte LA (2018) Correlation 
coefficients: Appropriate use and interpretation. Anesthesia 
& Analgesia 126: 1763-1768.


