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Abstract: The present study is an attempt to seek the relationship among organizational learning culture, social
exchange and extra role behaviors (i.e. organizational citizenship behaviors). The construct organizational
learning culture has not been explored extensively by the studies especially in the context of social exchange
relations. But still good amount of literature have been discussed to see the true picture. Literature has
confirmed that there are three types of exchange relations i.e. organization-employee, employee-employee and
supervisors-employee. Organizational learning culture influences on organization-employee and employee-
employee exchange relations. Which further promote learning culture in organizations. 
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INTRODUCTION Review of past Studies

Most of the employee’s, maintain direct perceptions defined as” the patterns of basic assumptions, developed,
and attitudes towards their organizations regarding discovered or invented by a group”. There is high level of
organizational citizenship behaviors (OCB), organizational behavioral consistency through, shared values and social
learning culture (OLC) and social exchange. For example, norms among the members of an organizational culture.
the literature on social exchange revealed that employees Organizations that want to transform them into learning
not only have relations with the entire organization but organizations, need to develop attributes which facilitate
also with the group and individuals [1,2]. Organizational learning practices in the entire organization [6]. 
learning culture is also treated same, i.e. when employees According to [7], “an organization skilled at creating,
perceive that their organization is providing them with acquiring and transferring knowledge and at modifying its
such environment where there are chances of growth, behavior to reflect new knowledge and insights” (p. 80).
learning and sharing of ideas than they show their Learning organization creates such environment in which
relations with organization as well as with the other knowledge transfer; team work, creativity and
colleagues [3]. Similarly, the literature on organizational collaboration have collective values and meaning [8]. So
citizenship behavior also in favor of the notion that in the field of human resource management the importance
employee’s have direct citizenship behaviors towards of learning organization cannot be ignored because of its
individuals (OCB-I) and towards  organization  (OCB-O) positive impact not only on the individuals but also on
[4-5]. the effectiveness of the organization [9].

The present review is an attempt to see the existing According to [10] the term used for the learning
relationship between social exchange, organizational organizations in the cultural context is referred as
learning culture and organizational citizenship behaviors. organizational learning culture. Thus the theoretical
The main reason for this review is the common impact of framework of [11] is the base for present study. According
all the constructs on individual, group level and to [12], the dimensional questionnaire developed by [11]
organizational level relations. encourages learning process at two levels i.e. employee’s

Organizational  Learning Culture: Culture can be
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collaborative learning level and organization’s learning relations. On the other hand individuals react differently
level. According to [9] seven sub dimensions of with social exchange according to their perceptions [30].
organizational learning culture includes (a) continuous So, it is possible for individuals to show high level of
learning (b) strategic management (c) inquiry and dialogue social exchange with one party (organization) and low
(d) embedded system (e) team learning (f) connection to relations with other one (coworkers). According to [31] an
environment and (g) empowerment. individual’s behaviors are directly impacted by his/her

All the dimensions regarding organizational learning social exchange relations with one party. Organ and
culture are also the dimensions of learning organization colleagues have named this behavior as citizenship
given by different researchers while describing them in behavior on the basis of social exchange [21, 22]. 
their definitions (Table 2). Wang, (2005) pointed that to  
study learning organization in the cultural context called Organizational Citizenship Behavior: Theory of social
organizational learning culture. exchange provides a framework to understand

Social Exchange Relationship: Blau, [13] has identified at work leads one individual to engage in positive
two exchanges i.e. social and economic. According to him, relations with the other party (Cropanzano and Rupp, in
social exchange includes short term exchange of tangible press). Of all probable behavioral distinctive variables that
resources. Researchers have explained social exchange might be demonstrated into this sensation, organizational
relations as interaction between employees and employer, citizenship has made conceivably the most impressive
characterized by exchange of commitment and mutual strides in figuring multifoci treatments of the construct. 
trust, socio economical benefits and unspecified open
ended commitment [e.g. 13-14]. Thus social exchange Dimensionality of OCB: According to [32] if an
theory talked about the nature of relationship [15-22]. In organization wants to operate its functions successfully
this regard, “relative to those in economic exchange than its employees should have some basic
relationships, individuals in social exchange relationships characteristics i.e. (a) staying in the organization with
tend to more strongly identify with the person or entity participation in tasks, (b) behaving according to the rules
with which they are engaged” [23, p. 926]. Thus, social and regulations of the organization and most important is
exchange relations helps employer’s to motivate (c) habitual loyalty to the organization. This third
employees for the benefit of entire organization and all the characteristic of [32] was adopted by [33] in their study
parties involved in it like employer, employee and and named it as “citizenship behavior”. Later on, these
organization [14, 24]. characteristics were conceptualized as organizational

Social exchange psychological contracts [25], citizenship behaviors by [34] and explained them as “non-
includes both, notion of shared obligations for each party organizational behaviors that could not be observed with
and notion of relationship [26]. But very few variables in the formal reward system or punishment”. Organ et al.
the literature of organizational behavior meet this criterion [35] further explain them as “the individual’s discretionary
of social exchange between employee and employer such behaviors which can’t be recognized directly or through
as attitudes towards job, performance, stress, deviant formal reward systems and that in collective encourage
behaviors, commitment, involvement, turnover, citizenship the effective functions to promote an organization”. 
behaviors, job satisfaction, innovative behaviors and In recent years scholars are focusing on the practical
employees engagement (Table 1). importance of the OCB. According to scholars OCB,

Employee’s perception matters a lot in social contribute towards innovation, resource transformation
exchange relations. For example, when employees of an and adaptability in environments demanding complex,
organization perceive that their organization is providing team oriented and ambiguous work, which ultimately
them learning environment with sharing of ideas and improve the efficiency and effectiveness of the entire
growth opportunities than their relations with their organization [20, 35]. These efforts include, punctuality,
organization will be different in terms of extra role helping peers, performing duties beyond their job
behaviors (OCB) [28]. On the other hand, this perception specifications, sharing ideas, using time efficiently and
might show different result with their commitment towards representing the organization positively (Turnipseed and
their organization [29]. Rassuli, 2005). 

Researchers have emphasized on multifoci Researchers have categorized OCB in various
commitment (i.e. continuance, normative and affective dimensions. For instance, [33] introduced it with the
commitment) because it operationalizes social exchange single   dimension    and    called    it    as  “organizational

phenomenon of multifoci. The quality of social exchange
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Table 1: Characteristics of learning organizational culture: Adopted from [9].

Dimension Definition

Continuous Learning “Learning is designed into work so that people can learn on the job; opportunities are provided for ongoing education
and growth” (p.139). 

Inquiry and Dialogue “People gain productive reasoning skills to express their views and the capacity to listen and inquire into the views
of others; the culture is changed to support questioning, feedback and experimentation” (p.139). 

Team Learning “Work is designed to use groups to access different modes of thinking; groups are expected to learn together and work
together; collaboration is valued by the culture and rewarded” (p.139). 

Embedded system “Both high- and low-technology systems to share learning are created and integrated with work; access is provided;
systems are maintained” (p.139). 

Empowerment “People are involved in setting, owning and implementing a joint vision; responsibility is distributed close to
decision making so that people are motivated to learn toward what they are held accountable to do” (p.139). 

System Connection “People are helped to see the effect of their work on the entire enterprise; people scan the environment and use
information to adjust work practices; the organization is linked to its communities” (p.139). 

Strategic Management “Leaders model, champion and support learning; leadership uses learning strategically for business results” (p.139).

Table 2: Important points from the researcher’s definitions regarding learning organizations:

Main concepts regarding Main concepts regarding 
Author Learning Organization Author Learning Organization

Senge (1990) CMental model Nevis et al. (1995);

DiBella (2001) CScanning imperative DiBella and Nevis (1998)
CShared vision CPerformance gap
CPersonal mastery CConcern for measurement
CTeam learning CExperimental mind-set
CSystems thinking CClimate of openness

Leonard-Barton (1992) CIndependent problem solving CContinuous education
CIntegrating internal knowledge COperational variety
CContinuous experimentation CMultiple advocates
CIntegrating external knowledge CInvolved leadership

McGill et al. (1992) COpenness CSystems perspective
CSystemic thinking Goh and Richards CClarity of purpose and mission
CCreativity CLeadership commitment and empowerment
CPersonal efficacy CExperimentation and rewards
CEmpathy CTransfer of knowledge
C CTeamwork and group problem solving

Ulrich et al. (1993) CBuild a commitment to learning Garvin (1993) CSystematic problem solving
Yeung et al. (1999) CContinuous improvement CExperimentation

CCompetence acquisition CLearning from past experience
CExperimentation CLearning from others
CBoundary spanning CTransferring knowledge
CShared mind-set
CCapacity for change
CLeadership

citizenship behavior”. Smith et al. [34] divided it in C Conscientiousness refers to the discretionary
generalized compliance and altruism. Five years later [20] behaviors on the part of the employee that go well
divide it in famous five dimension i.e. (1) altruism, (2) beyond the minimum role requirements of the
conscientiousness, (3) sportsman, (4) courtesy and (5) organization in the areas of attendance, obeying rules
civic virtue. and regulations, taking breaks and so on.

C Altruism  refers to the discretionary behaviors of the tolerate less-than-ideal circumstances without
employee that have an effect of helping another complaining to avoid grumbling about petty
specific person with an organizationally relevant task grievances and railing against real or imagined
or problem. slights.

C Sportsmanship: willingness of the employee to
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C Courtesy:  discretionary  behavior  on  the  part  of an Organizational Learning Culture, Social Exchange
individual aimed at preventing work-related problems Relations and Organizational Citizenship Behavior:
with others from occurring. Organizational culture and OCB remained the topic of

C Civic virtue: behavior on the part of an individual researches in the past decades [2, 41-42]. Among these
indicating that she or he responsibly participates in, most of the researchers are of the view that organizational
is involved in, or is concerned about the life of the citizenship behavior is not a culture free construct.
company. Werner [41] claim’s that organizational culture influence

Single dimension OCB was used by earlier defined as “These are the efforts of individuals, not
researchers in their studies [i.e. 36-37]. Two dimensional directly related to their main tasks but still important for
OCB was not followed by the researchers because of its the organization because they change the organization’s
ambiguous meaning. However  five  dimensional  model psychological and social context that serves the process
of OCB was adopted by many researchers and they and task activities critically” (pp. 4-5). Wayne et al. [2]
argued that there was great deal of conceptual overlap conducted a quantitative study and found that there is
between [20’s] dimensions [37, 38]. So, many researchers positive relationship between employee’s perception of
argued that the dimensions of OCB should be combined supportive culture and organizational citizenship
into conceptually distanced sub-groups [38-39]. Williams behavior. Social exchange relation theory [13] is also in
and Anderson  [5]  divide OCB into three dimensions i.e. favor that if employees feel that their organization
(1) In-role behaviors (IRB), (2) organizational citizenship supports them then, they show more citizenship
behavior towards organization (OCB-O) and (3) behaviors.
organizational citizenship behavior towards individual According to [42] learning organizations create such
(OCB-I). environment that enable employee to focus on

C IRB refers to the employees responsibilities i.e. follow outcomes. These learning values widen the perceptions
the organization’s rules and regulation, completing all of employees and they start thinking new, instead of
the assigned tasks in time and working full eight formal tasks i.e. helping their colleagues to achieve the
hours a day. desired outcomes of the organizations for its success.

C OCB-I refers to the behavior towards some specific Organ, [40] argued that helping colleagues beyond the
individuals i.e. helping coworkers in completing their formal job descriptions, tasks and duties called extra role
assignments or working on behalf of an absent behaviors (OCB). This means that learning values
person. These behaviors indirectly benefit the increase the citizenship among employees.
organizations. Keeping social exchange relations, continuous

C OCB-O refers to those behaviors that benefit the learning and organizational citizenship behaviors [6]
organization i.e. to inform managers when not able to conducted   a    study    on    the   manufacturing  and
come on job etc. non-manufacturing Korean firms to explore the

Organ, [40] follow the study of [5] and divide the five organizational commitment, OCB and knowledge sharing.
dimensions into two dimensions and exclude the IRB from For the study they collected data from 452 workers on the
the dimensions of OCB by saying that OCB are the extra basis of personal contacts through questionnaire based
role behaviors of individuals which are not part of their survey. They found a positive and significant relation
duties. Organ [40] argued that altruism and courtesy are between  organizational   learning  culture  and  OCB.
part of OCB-I while conscientiousness, civic virtue and They also found that when employees are provided
sportsman are part of OCB-O. So far, around 30 learning culture in the  organizations  then  they  work
dimensions regarding citizenship behavior have been with sharing of ideas and information (Knowledge
identified by the researchers (Table 3). Out of all the sharing). On the other hand researchers are of the view
present study will focus citizenship behaviors towards that sharing of ideas is among one of the dimensions of
organization and citizenship behaviors towards organizational learning culture. Thus, this further
individuals. establishes learning culture in the organizations. 

the contextual performance of the employees, which is

continuous learning instead of focusing on the immediate

relationship between organizational learning culture,
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Table 3: Outcomes of exchange relations at work (based on literature) Adopted from Ahmed et al. [27].

Outcome Contributor/s

Attitude towards job Pepe, 2010; Janssen, 2004; Pack et al. 2007; Ahmad and Baker, 2003; Ko et al. 1997; Toh and Srinivas, 2011;

Leung, 2008 

Individual’s performance level Tang, Choi and Morrow-Howell, 2011; Chiang and Hsieh, 2012; Shelton, Waite and Makela (2010);

Takeuchi, et al. (2009); Riggle, Edmondson and Hansen, (2009); DeConinck and Johnson, (2009);

Byrne and Hochwarter, (2008); Chen et al. (2009)

Employees’ stress Richardson et al. (2008); Grant-Vallone and Ensher, (2001); Ali, (2010) 

Deviant behavior Ferris, Brown and Heller, 2009

Increased self-esteem Ferris, Brown and Heller, 2009

job involvement Anvari, Amin and Seliman, 2010; Rhodes and Eisenberger, 2002; Eisenberger et al. 2001 

Commitment Anvari, Amin and Seliman, 2010; Reade and Lee, (2011); Pepe, (2010); Yew, (2011);

Riggle, Edmondson and Hansen, (2009); Stinglhambe and Vamndenberghe (2003);

Rhodes and Eisenberger, (2002); Rhoades et al. (2001); Vandenberghe et al. (2004);

Currie and Dollery, (2006); DeConinck and Johnson, (2009) 

Reduced turnover/turnover intentions Yew, 2011; Anvari, Amin and Seliman, 2010; Pepe, 2010; Baranik, Roling and Eby, 2010; 

Riggle, Edmondson and Hansen, 2009; Rhodes and Eisenberger, 2002; Stamper and Johlke, 2003; 

DeConinck and Johnson, 2009; Lazarova and Caligiuri, 2001; Eisenberger et al. 1986

Innovative behavior Zampetakis, Beldekos and Moustakis, 2009; Eisenberger et al. 1990

Job satisfaction Pepe, (2010); Riggle, Edmondson and Hansen, (2009); Baranik, Roling and Eby, (2010);

Rhodes and Eisenberger, (2002)

Organizational citizenship behavior Rhodes and Eisenberger, 2002; Husin, Chelladurai and Musa, 2011; Randall et al. 1999; Whitener, 2001;

Little and Dean, 2006; Aryee, Budhwar and Chen, 2002

Employee engagement James et al. 2011; Zacher and Winter, 2011; Swanberg et al. 2011; Xu and Thomas, 2011;

Babcock-Roberson and Strickland, 2010; Richman et al. 2008; Bezuijen et al. 2010;

Bakker and Demerouti, 2007

Table 4: Representation of OCB’s dimensions through literature support

Dimensions Authors Contribution

Helping Behavior Smith, Organ and Near (1983) CAltruism 

Organ (1988, 1990a, 1990b) CAltruism 

CCourtesy 

CPeacemaking 

CCheerleading

Graham (1989);  Moorman and Blakely (1995) CInterpersonal Helping

Williams and Anderso (1991) COCB-I

George and Brief (1992); George and Jones (1997) CHelping Coworkers

Van Scotter and Motowidlo (1996) CInterpersonal Facilitation

Sportsmanship Organ (1988, 1990a, 1990b) CSportsmanship

Borman and Motowidlo (1993, 1997) CHelping and Cooperating with others

Organizational Loyalty Graham (1989); Moorman and Blakely (1995) CLoyalty Boosterism

Graham (1991) COrganizational Loyalty

George and Brief (1992); George and Jones (1997) CSpreading Goodwill 

Borman and Motowidlo (1993, 1997) CSupporting and defending objectives of the organization 

Organizational Compliance Smith, Organ and Near (1983) CGeneralized Compliance 

Graham (1991) COrganizational Obedience 

Williams and Anderson (1991) COCB-O

Borman and Motowidlo (1993, 1997) CFollowing Organization's rules and procedures

Van Scotter and Motowidlo (1996) CJob Dedication
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Table 4: Continue

Dimensions Authors Contribution

Individual initiative Organ (1988, 1990a, 1990b) CConscientiousness
Graham (1989); CPersonal Industry
Moorman and Blakely (1995) CIndividual initiatives
George and Brief (1992); CMaking Constructive Suggestions 
George and Jones (1997)
Borman and Motowidlo CPersistent with enthusiasm and extra efforts, 
(1993, 1997) Volunteering to carry out tasks
Van Scotter and Motowidlo (1996) CJob Dedication 

Civic Virtue Organ (1988, 1990a, 1990b) CCivic virtue
Graham (1991) COrganizational Participation
George and Brief (1992);
George and Jones (1997) CProtecting the Organization

Self Development George and Brief (1992);
George and Jones (1997) CDeveloping Oneself 

From the literature, it is clear that when employees only  promotes  the  element  of  knowledge  sharing  but
perceive that their organization is providing them such an also brings innovation (Learning culture) which is the
environment in which they can learn, then their OCB need  of  the time. On the other hand it can also be
towards organization will be greater as compared to the inferred that relations between employer and employees
OCB towards individual. On the other hand, Kacmar et al. enhance employees extra role behaviors towards their
[43] argued that employer’s positive or conflicting organization  (OCB-O)  and  towards their colleagues
relations with employees influence their OCB. According (OCB-O).
to their findings employees’ OCB towards tasks and
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