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Abstract

The aim of this study was to examine the effect of several demographic variables on organizational culture,
organizational citizenship behavior and job satisfaction. This comparative study extracted two samples from Egypt
(127 participants) and Mexico (116 participants). Participants answered a 7-point Likert scale questionnaire and SPSS
software was used to analyze the data. Results showed no demographic effect on the three constructs. From Egypt,
differences were only observed on the managerial level regarding the market organizational culture. Results also
showed significant results from Mexico on the managerial level and job satisfaction, organizational citizenship
behavior, and clan and adhocracy organizational cultures. Further implications and future research directions are
provided.

Keywords: Organizational culture, Organizational citizenship behavior, Job satisfaction, Egypt, Mexico, Comparative
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1. Introduction

“Cultures are a natural outgrowth of the social interactions that make up what we call organizations” (Trice & Beyer,
1993 cited in Mohanty & Rath, 2012, p. 67). Organizational culture is the set of shared ideologies, philosophies, values,
behaviors, attitudes and norms in an organization (Balay & Ipek, 2010). Organizational cultures can be a competitive
edge if they aided organizations in effectively dealing with external environmental changes, maintaining internal
consistency (Ubius & Alas, 2009) and strengthening employee’s commitment (O'Reilly, 1989). Additionally, Cameron
and Quinn (2005) reported that successful organizations are those which have strong consistent cultures that are easily
identifiable. They also reached the conclusion that cultures have direct significant effects on performance and
effectiveness.

The organizational culture affects a spectrum of organizational variables. For example, a positive association was
found between employee’s attitudes such as job satisfaction and organizational culture (e.g. Harris & Mossholder,
1996; Odom et al., 1990; Zavyalova & Kucherov, 2010). The relationship specifically heightens when the culture helps
employees make decisions, improve their skills, and work in teams (Griffin, Patterson, & West, 2001; Park & Kim,
2009).

Job satisfaction is all the positive emotional feelings that result from the evaluation of an employee’s responsibilities in
the organization. It can be used to evaluate working conditions. Satisfaction can be related not only to the job but also
to dimensions related to the job such as remuneration, supervisors and morale (Wharton, Rotolo, & Bird, 2000;
Dormann & Zapf, 2001; Volkwein & Zhou, 2003; Lee & Liu, 2007; Park & Kim, 2009).

Organizational culture and organizational citizenship behavior (OCB) are positively associated as well (Mohanty &
Rath, 2012). The concept of organizational citizenship behavior is defined as all the behaviors that are informal,
performed by employees, and exceed the required task and duties. Those behaviors will neither be rewarded nor
compensated but they are beneficial for the work group as they will support the social and psychological environment
of the organization (Vigoda-Gadot, 2007; Boerner, Dutschke, & Wied, 2008; Tang et al., 2008).
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Successful organizational cultures encourage OCB and acknowledge individual employee acts. OCB enhances the
smooth flow of an organization’s operations, increases productivity and decreases the amount of resources used due to
careful and efficient use (Coyne & Ong, 2007; Rego et al., 2010). OCB helps managers and co-workers to perform
more effectively and reduces interpersonal conflicts that cause distractions (Boerner et al., 2008; Bolino & Turnley,
2005; Messer & White, 2006; Ryan, 2002; Tang et al., 2008).

The associations between the three constructs are established and repeatedly investigated by scholars. Nevertheless,
the effect of the demographic variables on those constructs is under researched. Despite the existence of several studies
as will be explained in the literature, further investigations are required to validate the current research available.

In the present study, an attempt was made to examine the effect of five demographic variables on organizational culture,
organizational citizenship behavior, and job satisfaction. Two samples were extracted from Egypt and Mexico to
analyse the interactions.

The following sections provide an overview on organizational culture, organizational citizenship behavior and job
satisfaction. Next, the research on demographics and organizational constructs will be explored. Then, the research
questions, methodology and results are provided. The paper ends with discussion, limitations and future research
considerations.

2. Literature Review
2.1 Organizational Culture

Organizational cultures arise from the employees whose interactions together create rites, rituals, common language
and, in some cases, an informal code of conduct is developed that can support or hinder the organization’s managerial
goals. Organizational cultures can be a competitive edge when they allow employees and employers to deal effectively
with external challenges, maintain internal co-ordination (Ubius & Alas, 2009) and strengthen employee commitment
(O'Reilly, 1989). Additionally, Cameron and Quinn (2005) reported that successful organizations are those which have
strong consistent cultures that are easily identifiable.

Wallach (1983) identified three separate organizational cultures, namely bureaucratic, innovative, and supportive.
However, it was Cameron and Freeman (1991) who developed the famous typology of organizational cultures (four
types of cultures). The market culture is concerned with external stakeholders focusing on competitiveness and
productivity (Ubius & Alas, 2009). The hierarchy culture is very formal and well organized. It enhances the stability,
predictability, and the internal efficiency of the company. This culture is characterized by having strict internal control
policies as it emphasizes rules and regulations that clarify what needs to be done (Ubius & Alas, 2009).

The adhocracy culture is about being flexible, accepting change and adapting to it. Recruiters in this type of
organizational culture seek innovators (Ubius & Alas, 2009). Moreover, Conrad et al. (1997) mentioned that the
adhocracy cultures are the second most effective type of culture after the market culture.

Finally, the clan culture is characterized by having a strong and rigid internal control system, however, with a degree of
flexibility. This type of culture is very famous in family-owned businesses. The clan culture promotes teamwork,
wide-sharing discussions, and job involvement (Ubius & Alas, 2009). Nevertheless, the four types are not mutually
exclusive; an organization can have traces of more than one type at the same time.

2.1.1 Culture and Different Organizational Variables

Job satisfaction, organizational citizenship behavior, commitment, motivation and leadership are among few of the
variables associated with the features of organizational cultures. Empirical research on organizational culture indicates
positive correlations with job performance (Shahzad et al., 2013), leadership behaviors (Tsai, 2011), and effectiveness
(Gregory et al., 2009). Azanza et al. (2013) reported that flexible organizational cultures yield higher rates of job
satisfaction. Waris (2005) provided evidence that there is a positive relationship between the market type of culture and
employee job satisfaction.

Waris (2005) found positive correlation between the market culture and OCB. In addition, he provided support to the
claim that job satisfaction acts as a moderator between culture and OCB; the indirect relationship was significantly
positive.

2.2 Organizational Citizenship Behavior (OCB)

“OCB is work-related actions beyond the formal job description but vastly appreciated by workforce, for the reason
that it can boost the efficiency and achievability of organizational goals” (Organ, 1988, cited in Batool, 2013, p. 647).
In other words, OCB is an intrinsic attitude; it is neither considered for rewards, bonuses nor performance appraisals.
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OCB can be studied from the perspective of the organization as a whole or of certain individuals (Blakely et al., 2003;
Ehrhart, 2004; Lavelle et al., 2009).

Coyne and Ong (2007) identified five main dimensions of OCB: Altruism, courtesy, sportsmanship, conscientiousness
and civic virtue. Altruism focuses on activities that help others in work-related problems. Courtesy activities aim to
help prevent problems for other employees. Sportsmanship activities try to bear problems and avoid taking actions to
handle a complaint. Individuals with conscientiousness respect and follow rules and regulations, are efficient in time
and exceed expectations in performance. Finally, civic virtue is participating in activities related to the organization’s
benefit (Dipaolo & Hoy, 2005; Chu et al., 2006; Vigoda-Gadot, 2007; Rego et al., 2010).

OCB was conceptualized from a number of sources. Katz (1964) described it as activities dedicated to help colleagues,
actions to protect the organizational system, self-development to improve the organization’s operations and externally
focused activities to support the organization’s reputation. OCB is an American construct. It developed from western
cultures, similar to most of the organizational behavior variables known today. However, it is not known whether the
concept is culture-versatile (Farh et al., 2004). In the Japanese culture, for example, little research has been done on
OCB as many of the Asian cultures are collectivist and employees consider their organizations as family. Hence,
employees follow orders without thinking whether the tasks they are doing are part of their job description (Ueda,
2012). Farh et al. (2004) investigated OCB in China. Results showed five other dimensions that were more
culture-related. They were self-training, social welfare participation, saving company’s resources, keeping the
workplace clean, and maintaining interpersonal harmony.

Mohanty and Rath (2012) investigated the relationship between organizational culture and OCB in three different
industries. Their results showed significant positive correlations between all facets of organizational culture and
OCB. Despite the differences between the organizations, the correlations were significantly positive and this was
attributed to the strong prevailing cultures in the investigated organizations that make employees conform and hence,
engage in OCB. Particularly, support (facet of culture) scored the highest correlation with civic virtue (facet of OCB)
with r =0.62 (p < 0.01).

The practical importance of OCB is that it improves organizational efficiency and effectiveness by contributing to
resource transformations, creativity, and adaptability (Williams & Anderson, 1991, cited in Bonaparte Jr., 2008).
Although OCB is not formally recognized, research has shown that contextual performance does affect performance
appraisals and rewards the same as task performance. For example, in the army, it was found that contextual
performance affected the distribution of rewards (medals and promotions) (Van Scotter et al., 2000).

2.3 Job Satisfaction (JS)

JS emphasizes the specific task environment in which an employee performs his or her duties (Mowday et al., 1982).
JS is conceptualized in three ways: Intrinsic, extrinsic, and total satisfaction (Weiss et al., 1967). Locke (1976) defined
job satisfaction as a positive emotional state that results from appraising one’s job. Job satisfaction can be related to
different facets of the job including pay, supervisors and morale (Dormann & Zapf, 2001; Lee & Liu, 2007; Park &
Kim, 2009).

Lund (2003) examined the relationship between organizational culture and job satisfaction in American marketing
professionals. His results showed that clan and adhocracy cultures have significant higher levels of job satisfaction as
opposed to market and hierarchy cultures. However, Shurbagi and Zahari (2012) found significant positive relationship
between all organizational cultures and job satisfaction.

Zavyalova and Kucherov (2010) found that organizations with market and hierarchic cultures showed average job
satisfaction with scores of 4.0 and 4.7, respectively. As for the clan and adhocracy cultures, higher levels of job
satisfaction with a score of 5.2 were reported. Thus, the satisfaction is higher in organizations characterized as being
innovative and supportive rather than hierarchical cultures.

Abbaspour and Noghreh (2015) also reported significant positive correlation between organizational culture and job
satisfaction. In addition, in their lranian sample, organizational culture explained 50.4% of the variance in job
satisfaction. Several scholars also confirmed the relation (Roodt et al., 2002; Jill et al., 2003; Navaie-Waliser et al.,
2004; Arnold & Spell, 2006; Chang & Lee, 2007; Nayak & Barik, 2013). Belias et al. (2015) found that culture
partially predicated job satisfaction in a sample of Greek employees working in the banking sector. In particular,
researchers found that adhocracy and market types of cultures lead to dissatisfaction and they attributed this to the
economic state of the country.

Studies also correlated job satisfaction with OCB, suggesting that job satisfaction is an antecedent to OCB (Alotaibi,
2001; Kuehn & Al-Busaidi, 2002; LePine et al., 2002; Murphy et al., 2002; Waris, 2005). Islam et al. (2014) reported
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that perceived organizational support and a learning organization culture both positively influence job satisfaction. In
addition, a learning organization culture affected OCB (specifically towards the organization) positively.

Swaminathan and Jawahar (2013) found a positive relationship between job satisfaction and organizational citizenship
behavior especially the help-oriented behaviors. The positive correlation was also supported by Jena and Goswami
(2013) who showed that satisfaction with work ranked first, followed by satisfaction with supervisors, satisfaction with
co-workers, satisfaction with promotion, and satisfaction with pay respectively.

2.4 Organizational Variables: The Demographics Effect

Demographic variables are extensively discussed in relation to different organizational variables. The premises of
such assumptions are based on Hofstede’s argument that there are relative disparities between individuals and groups.
For example, gender affects organizational culture due to the differences in perceptions and the possible existence of
treatment differentials between males and females in different contexts.

Rajput and Kochhar (2014) studied the effect of demographics on several organizational variables in a sample of
faculty members. Gender, age, occupation and type of organization affected responses with respect to motivation,
values and the intention to remain with the organization. In contrast, marital status affected responses on intention to
stay and values only.

Age, gender, education level, managerial level, and organization tenure are all potential predictors of organizational
commitment, job satisfaction (Mathieu & Zajac, 1990) and leadership outcomes (Walumbwa et al., 2008). Riordan,
Griffith, and Weatherly (2003) suggested that employees with longer tenure or are older are more likely to become
emotionally attached to their organizations. In addition, older employees were found to be more satisfied with their
jobs than younger employees (Herzberg et al., 1957; Rhodes, 1983).

With respect to knowledge sharing, in a sample from Central Europe, Grubi¢-Nesi¢ et al. (2015) concluded that
gender, education level, and tenure affected knowledge sharing. However, age and years of experience did not have
an effect.

With respect to culture, using Hofstede’s model and demographics in a sample from the film industry, Peterson (2014)
found that age and years of experience had no effect on the participant response, unlike gender and the education level,
which had some effect. A film crew has a culture of creativity and team-orientation, making the dynamics of culture
harder to identify and outline. However, Paul (2012) studied the interaction between the different bureaucratic
orientations of organizational culture and job satisfaction. The results showed some disparity with regard to gender.
However, education level did not have an effect on the variables.

Sempane et al.’s (2002) research on job satisfaction and organizational culture added gender as a demographic, and
found no significant difference with respect to it. Romaine (1999) found no direct correlation between organizational
cultures and gender.

With respect to job satisfaction, in a sample of banking employees in Pakistan, it was found that age did not affect job
satisfaction. The researchers attributed this to the satisfactory benefits offered by the bank that made age irrelevant to
job satisfaction. However, the same study showed that gender affected job satisfaction as males were more satisfied
than female employees. The researchers attributed the results to the culture of the organization as women face many
barriers including glass-ceiling and stigmatization (Khan et al., 2013). Age was also reported to have an effect on job
satisfaction in a sample of Turkish teachers (Yucel & Bektas, 2012). On the other hand, in a hierarchical culture,
gender did not have a significant impact on job satisfaction (Nixon, 2013).

Mauno et al. (2012) studied the effect of gender in family-owned organizations in Finland. Results showed that women
benefited more from family support and had higher job satisfaction levels than men. Such results coincide with Ubius
and Alas’s discussion on clan culture (2009). Evans (2012) found no significant correlations between gender and
education level with job satisfaction and perceived performance in non-profit organizations.

Al-Hussami (2008) conducted a study on nurses’ job satisfaction using the level of education. The results suggested a
relationship between job satisfaction and level of education. Clark and Oswald (1996) reported in their study that
highly educated individuals have lower levels of job satisfaction.

Wofford (2003) reported positive correlation between age and job satisfaction, positive correlation between tenure
and job satisfaction and higher levels of job satisfaction for employees in managerial levels. However, there was no
difference in job satisfaction with respect to gender.

Huang et al. (2015) studied the interaction between age and OCB. Younger employees reported higher OCB as a
form of impression management. However, older employees engage in OCB for pro-social motives. Moreover, in a
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sample of college students, females were more inclined to show OCB than males (LeBlanc, 2014). Aiming to study
the effect of demographics on OCB, Noble (2006) found significant relationship between the level of education and
the OCB dimension of civic virtue. However, gender did not have an effect on OCB.

Based on previous findings of the literature, the researchers aimed to explore the effect of demographics on the three
variables of organizational culture, organizational citizenship behavior and job satisfaction. Accordingly, the research
questions for this study were:

RQ1: What is the effect of gender on organizational culture, job satisfaction and organizational citizenship behavior in
the Egyptian and Mexican samples?

RQ2: What is the effect of age on organizational culture, job satisfaction and organizational citizenship behavior in the
Egyptian and Mexican samples?

RQ3: What is the effect of years of experience on organizational culture, job satisfaction and organizational
citizenship behavior in the Egyptian and Mexican samples?

RQ4: What is the effect of education level on organizational culture, job satisfaction and organizational citizenship
behavior, in the Egyptian and Mexican samples?

RQ5: What is the effect of managerial level on organizational culture, job satisfaction and organizational citizenship
behavior in the Egyptian and Mexican samples?

3. Method
3.1 Participant and Procedure

The study was based on two samples. The first sample was 127 Egyptian employees who were MBA candidates and
the second sample contained 116 Mexican employees, also studying for their MBA degrees. All participants worked in
private service and manufacturing organizations.

For the Egyptian sample, 63% were males and 37% females. The majority of the sample was between 25 and 30 years
old (33.9%); 26.8% were 31-35 years old, 21.3% were 36-40 years old, 19% were older than 40 years and 6.3%
younger than 25 years old. Regarding education, 82.5% held bachelor degrees. For experience, 39.4% had 5-10 years
of experience, 33.1% had less than 5 years of experience and 18.9% had 11-15 years of experience. Finally, 38.6%
were middle management, 30% held non-managerial positions, 21.3% were first-line managers and 10% were top
management.

Half of the Mexican sample were males. The majority of the sample was between 25-30 years old (44.8%); 25.9% were
31-35 years old, 12.1% below 25 years old and 17% above 35 years old. Master degrees were held by 66.4% of the
sample. Regarding years of experience, 44.7% had fewer than 5 years of experience, 28.1% had 5-10 years of
experience and 15% had 11-15 years of experience. Finally, 47.4% were middle management, 20.2% were first-line
managers and 18.4% were top management as opposed to 14% holding non-managerial positions.

3.2 Instrument Used

The distributed questionnaire constituted of three distinct instruments each measuring one of the study’s variables as
will be explained below. The final version of the questionnaire contained fifty-one items.

Organizational Culture

A 24-item Organizational Culture Assessment Instrument (OCAI) was used. This tool measures culture in terms of six
characteristics for each culture type. The questions were measured using a seven-point Likert scale (Worley, 2010).

Organizational Citizenship Behavior

A 17-item tool that measures the five dimensions of OCB as classified by Coyne and Ong (2007) was adopted. The
questions were measured using seven-point Likert scale.

Job satisfaction

A 5-item tool was used. The questions were measured using seven-point Likert scale in which 1 represented strongly
disagree and 7 strongly agree (Judge et al., 1998).

3.3 Analysis
Comparisons of means were conducted using SPSS software for the statistical analysis.
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4. Results

Table 1. Effect of Gender

Egypt
Std.
Gender N Mean S_td'_ Error _Mean SFd' Error df Probability
Deviation Difference Difference
Mean
Male 80 4.78 0.99 0.11
JS 0.13 0.18 0.68 125 0.49467
Female 47 4.65 1.03 0.15
Male 80 5.45 0.67 0.07
OoCB 0.05 0.12 0.46 125 0.64393
Female 47 5.40 0.60 0.09
Hierarch Male 80 4.42 114 0.13 0.23 0.22 1.05 125 0.29694
Y Female 47 420 1.26 0.18 ' ' ' '
Clan Male 80 4.51 129 0.14 0.19 0.25 0.78 125 0.43570
Female 47 431 1.45 0.21 ' ' ' '
Adhocrac Male 80 431 1.28 0.14 0.40 0.24 163 125 0.10509
racy Female 47 3091 141 0.21 ' ' ' '
Male 80 461 1.07 0.12
Market 0.19 0.20 0.98 125 0.32661
Female 47 4.41 1.06 0.16
Mexico
Std.
Std. Mean Std. Error .
Gender N  Mean Deviation Error Difference Difference t df Probability
Mean
JS Male 59 531 116 0.15 0.09 0.20 047 114 0.63819
Female 57 5.22 0.94 0.12 ' ' ' '
ocCB Male 59 5.74 0.76 0.10 0.03 0.12 0.21 114 0.83349
Female 57 5.77 0.52 0.07 ' ' ' '
Hierarch Male 59 5.87 107 0.14 0.05 0.17 0.32 114 0.74967
Y Female 57 542 0.73 0.10 ' ' ' '
Clan Male 59 520 120 0.16 0.12 0.21 057 114 0.56836
Female 57 5.08 1.09 0.14 ' ' ' '
Adhocrac Male 59 5.14 125 0.16 0.09 0.22 040 114 0.68686
y Female 57 5.05 1.16 0.15 ' ' ' '
Male 59 547 1.10 0.14
Market 0.16 0.20 0.78 114 0.43857
Female 57 5.31 1.08 0.14

To answer the first research question, the effect of gender on the three variables was explored. As shown in Table 1,

gender had no effect on any of the variables in both Egyptian and Mexican samples (p > 0.05).

To answer the second research question, age was analyzed on three intervals only (less than 30, 30-35 and above 35
years old). It was concluded that age did not have an effect on the three variables similar to gender (p > 0.05) in
Egypt and Mexico.

To answer the third research question, the effect of years of experience was investigated in the same manner as gender
and age. Intervals were reduced to less than five years, 5-10 years, and more than ten years. Years of experience did not
have an effect on the participants’ answers regarding the three variables (p > 0.05) in Egypt and Mexico.

Regarding the level of education (RQ4), the answers were combined under two categories: bachelor degree holders
and postgraduate degree holders. It was concluded that the level of education did not affect the responses of
participants on the three variables (p > 0.05) in Egypt and Mexico.

Finally, the effect of the managerial level was explored for both samples (RQ5).
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Table 2. Effect of Managerial Level

Egypt
Std. Std. Sum of Mean -
N~ Mean Deviation  Error Squares f Square F Probability
Top 13 522 100 028 COWEN oo 3 2108 256 097
Management Groups
Middle 49 479 101 014 VN 0066 123 978
15 Management Groups
FirstLine = o0 439 097 019  Total 126590 126
Management
Non-Managerial = 0,23 095 0.6
Position
Top 13 537 063 017 COMWeN o9 3 531 1208 278
Management Groups
Middle 49 557 066 009 VN oo 123 40
Management Groups
ocB First Line
IISLL 27 535 057 011  Total  51.926 126
Management
Non-Managerial = o0 003 067 o1
Position
Top 13 450 114 032 COMWeN  ooes 3 2508 1.892 134
Management Groups
Middle 49 456 111 016 VN eex3 123 1.373
. Management Groups
Hierarchy First Li
SLLINE 97 391 130 025  Total 176719 126
Management
Non-Managerial = 0 9 115 019
Position
Top 13 496 120 033 COWeN o487 3 4162 2.361 075
Management Groups
Middle 49 467 120 048 WVthin o cess 123 1763
Clan Management Groups
FistLine o0 428 135 026  Total 229342 126
Management
Non-Managerial o0 oe 141 023
Position
Top 13 463 121 034 COWEN o890 3 4207 2.482 064
Management Groups
Middle 49 444 126 048 Wi o1o067 123 1731
Management Groups
Adhocracy First Line
27 398 134 026 Total 225859 126
Management
Non-Managerial = 0 526 149 023
Position
Top 13 424 095 026 COWEN 10687 3 3562 3.200 023
Management Groups
Middle 49 490 098 014 VN o197 123 1083
Management Groups
Market First Li
WSLLING 57 434 116 022  Total 143884 126
Management
Non-Managerial - 0 )31 105 017
Position
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Mexico
Std. Std. Sum of Mean -
N~ Mean Deviation  Error Squares Square F Probability
Top 21 540 128 028 COWeN o603 3253 3258 024
Management Groups
Middle 54 531 091 012 Within - i9835 110 998
15 Management Groups
FirstLine 3 557 004 020 Total 119505 113
Management
Non-Managerial =) o9 097 024
Position
Top 21 561 094 021 COWEN aooh 3 1175 2861 040
Management Groups
Middle 54 584 054 007 VN cie4 110 4w
OCB Management Groups
FirstLine o2 595 052 011  Total 48688 113
Management
Non-Managerial o oo 562 016
Position
Top 21 513 120 026 COMEN  e07 3 1542 2005 118
Management Groups
Middle 54 551 076 o010 VI o638 110 769
. Management Groups
Hierarchy First Line
23 567 080 017  Total  89.266 113
Management
Non-Managerial o o 10 0g7 22
Position
Top 21 510 136 030 oMM i o4 3 4849  3.986 010
Management Groups
Middle 54 531 084 o011 VN aie00 110 1.216
Clan Management Groups
First Line
23 542 104 022 Total 148348 113
Management
Non-Managerial (o) 47 155 (39
Position
Top 21 496 125 027 CPWEN o406 3 4165 3012 033
Management Groups
Middle 54 527 106 014 VN o104 110 1383
Management Groups
Adhocracy First Line
23 528 111 023 Total 164610 113
Management
Non-Managerial . 5; 151 038
Position
Top 21 526 110 024 CPWEN o108 3 2703 2409 071
Management Groups
Middle 54 556 088 012 Vthin o418 110 1122
Management Groups
Market First Line
23 559 115 024  Total 131526 113
Management
Non-Managerial (o) g1 139 (35
Position
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As shown in Table 2, managerial levels did affect the responses in the Egyptian sample concerning the market culture
only. However, for the Mexican sample, the results were significant (p < 0.05) for job satisfaction, OCB, and clan and
adhocracy types of cultures.

For the market culture, from the Egyptian sample, the mean levels were close in value. Nevertheless, the middle
management reported the highest average score followed by first-line management.

For job satisfaction, Mexican first-line managers reported the highest average level of job satisfaction followed by
top management and middle management respectively. For OCB, Mexican first-line managers also reported the
highest average level of OCB engagement followed by middle management and then top management.

For the types of cultures, Mexican first-line managers had the highest average in clan culture followed by middle
management. For the adhocracy type of culture, first and middle management levels reported almost the same
average score.

5. Discussion

The present study was explorative in nature. The aim was to analyze the effect of the demographic variables on the
three constructs, organizational culture, organizational citizenship behavior and job satisfaction in two samples, from
Egypt and Mexico.

The conceptualization of organizational culture was based on Cameron and Freeman’s typology of culture (market,
hierarchy, adhocracy and clan). The average scores reported by participants for all culture types were higher in Mexico
than in Egypt. Regarding OCB, the results also showed that the overall OCB was higher in Mexico than in Egypt,
specifically acts of sportsmanship, consciousness and civic virtue. Such results suggest that organizational cultures are
stronger in Mexican organizations where employees naturally relate and conform to their respective cultures.
Accordingly, and consistent with the previous literature (Alotaibi, 2001; Kuehn & Al-Busaidi, 2002; LePine et al.,
2002; Murphy et al., 2002; Waris, 2005; Jena & Goswami, 2013), the average level of job satisfaction was higher in
Mexico than in Egypt.

In the attempt to answer the five research questions, the effect of the demographic variables (gender, age, years of
experience, education level and managerial level) on organizational culture, organizational citizenship behavior and
job satisfaction was explored. There were no significant effects for gender, age, and years of experience and education
levels in both of the Egyptian and Mexican samples. Noble (2006) and Wofford (2003) reported no effect of gender on
OCB and JS as well.

However, for the managerial levels, the results were mixed. The Egyptian sample reported insignificant effect except
for the market culture. For the Mexican sample, the managerial level (specifically first and middle levels of
management) had a significant effect on the clan and adhocracy types of cultures. These results are consistent with
previous literature and with the characteristics of the two types of cultures. The clan culture reflects the perfect balance
between control and flexibility while adhocracy reflects innovativeness and constant need for change (Ubius & Alas,
2009). Hence, employees in lower levels of management, who are typically eager to explore, open-minded, and
motivated to learn are congruent with these two types of cultures.

For job satisfaction, first-line managers reported the highest average level of job satisfaction followed by top and
middle management, respectively. The results coincide with Woffod (2003) who reported higher levels of JS for
employees in managerial levels.

For OCB, first-line management also reported the highest average level of OCB engagement followed by middle and
then top management. These results also provide support to the notion that lower levels of management have room to
generate change inside their organizations to improve effectiveness and efficiency (Williams & Anderson, 1991 cited
in Bonaparte Jr., 2008). Accordingly, they strongly identify with their organizations leading to higher levels of OCB,
and consequently, higher job satisfaction.

6. Limitations and Future Research Recommendations

The study had several limitations. The sample size was relatively small in relation to the whole population. This was
due to the context of the sample (employees taking MBA classes) which limited the number of participants and
time-confined the data collection procedure. In addition, the sample did not cover all cities in both countries nor all
industries. Third, the insignificance of the results suggests that the sample composition was not heterogeneous. Forth,
using different instruments tailored for each country might have provided different results. Finally, the research
instrument focused on the organizational culture in both countries with no reference to the national culture and its
interaction effect.
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Future studies should focus on bigger sample sizes, different industries and different countries. Further investigations
of the effects of demographics on culture, OCB and JS are required. Future studies could also turn to observations
and qualitative methods to gain in-depth data about the behavior of employees and consider the national culture
where values and norms are conceived.

7. Conclusion

Despite the fact that the majority of the results were insignificant, research on the effect of demographics is still rare
and insufficient to make generalized and global conclusions. In this study, the researchers attempted to study the
effect of five demographic variables in two samples from Egypt and Mexico.

Managers can utilize the results of this study to focus on their organizational cultures. Managers should be aware of
the importance of a strong consistent culture that is easily identifiable. Human resource practitioners inside
organizations should search for areas of deficiency in their employee cultural orientations.

Managers should also be interested in eliciting advice from their employees (across different age ranges and
managerial levels) on what makes them motivated and satisfied and what obstacles are hindering them from
performing well. In addition, contextual performance should be monitored and awarded in the right moment to
encourage employees to engage in citizenship behaviors that serve the organization.
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