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Abstract: Information technology (IT) has become vital to organizations' success. For this reason, IT Governance (ITG) 
is necessary to control better solutions, sustainable development, and better decision-making. Since an 
organization's advantage lies in its employees' behavior, this study analyses the impact of ITG 
institutionalization on the key dimensions of Organizational Citizenship Behavior (OCB). OCB describes 
individuals' voluntary commitment to an organization. Plus, to moderate this relationship, Organizational 
Culture (OC) is recognized as an essential asset that affects OCB behaviors and attitudes and ITG performance. 
In summary, the findings of this study contribute to the development of a conceptual model that considers 
different OC types to explain how the institutionalization of ITG affects individuals' behavior. 

1 INTRODUCTION 

Information technology (IT) has become essential to 
sustainable business growth, and organizations must 
govern it effectively (De Haes et al., 2020). IT 
Governance (ITG) is how organizations strategically 
align IT with business, including leadership, 
organizational arrangements, patterns, and processes 
(Hardy, 2006; Jacobson, 2009).  

Organizations can pragmatically deploy ITG 
using a mixture of structure, process, and relational 
mechanisms (Smits & Van Hillegersberg, 2015). 
These mechanisms can be adopted by following two 
principles (Wiedenhöft et al., 2017, 2019). Firstly, the 
regulatory aspects of ITG, which pertain to the 
processes and legal aspects of ITG. Second, the 
normative side of ITG focuses on individuals dealing 
with IT-related decisions and activities (Fernandes, 
Pereira, & Wiedenhöft, 2021). It is known as the 
behavioral side of ITG and is the focus of this study.  

Depending on the individual behavior dealing 
with IT, the success of an ITG implementation 
depends heavily on the prevailing organizational 
culture (OC) (Aasi et al., 2014). The implementation 
process can generate noise without considering it, 
causing employees not to adopt the desired IT usage 
practices and behaviors (Sousa et al., 2019). For 
example, an OC that enhances communication, 
innovation, and creativity positively influences ITG 
performance and outcomes (Aasi et al., 2016). 

A clear incentive for desirable behavior is 
essential for effective governance. A good business-
IT relationship is enabled by good behavior. In 
contrast, inappropriate behaviors undermine it (Juiz 
& Toomey, 2015). The concept used to understand 
individuals' behavior is Organizational Citizenship 
Behavior (OCB). OCB is defined as individuals' 
behavior that benefits the organization voluntarily 
without being rewarded (Organ, 1988, 2015). 

Many authors tried to redefine OCB's ideas and 
outcomes (Dekas et al., 2013; Organ, 2018). In 2013, 
Dekas et al. acknowledged the importance of IT and 
suggested that it may predict future trends in the 
broader workforce and OCB. The study between 
OCB and ITG was pioneered years later, with authors 
arguing that ITG promotes OCB by encouraging 
desired behavior in using IT (Fernandes, Pereira, & 
Wiedenhöft, 2021; Wiedenhöft et al., 2017, 2019).  

This study works with Dekas et al.'s (2013) 
motivation but with OC as a primary vector, which 
we assume influences both ITG and OCB concepts as 
a relationship and individually. The institutional 
theory also supports this study based on how 
individuals perceive ITG implementation in their 
organizations (Scott, 2008). Thus, Figure 1 
synthesizes this study's problem: Does the perception 
of ITG institutionalization positively affect 
individuals' behavior over the lens of the OCB 
concept, and how do the organizational cultures 
influence it? 
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Figure 1: Research problem. 

As exposed in figure 1, there is a need for in-depth 
research to answer this question. As a result, this 
study aims to synthesize and clarify the literature 
related to ITG, OCB, and OC and understand their 
relationships. The literature review was conducted 
using a systematic literature review (SLR). Fifty-
three articles from respected journals, conferences, 
and books were analyzed. 

2 RESEARCH METHOD 

Following the standard guidelines, an SLR was 
carried out to find the works related to this one 
(Kitchenham, 2007). Our search included all English 
language articles available online that relate at least 
two of the study's three main concepts. After that, the 
filtration process comprises four filters: 1 – Article 
title, abstract, or keywords; 2 – Duplicates; 3 – 
Unranked or lower-ranking articles (Scimago and 
conference ranks); 4 – irrelevant articles.  

The search strategy also included electronic 
databases in the IT area (AIS eLibrary, EBSCO, 
SpringerLink, Scopus, Taylor & Francis Online, Web 
of Science, Wiley Online Library). Plus, a search 
string was defined to search across all repositories. 

Search String: (("Information Technology 
Governance" OR "IT Governance" OR "ITG" OR 
"ITG formalization" OR "ITG mechanisms") AND 
("Organizational Citizenship Behavior" OR "OCB")) 
OR (("Information Technology Governance" OR "IT 
Governance" OR "ITG" OR "ITG formalization" OR 
"ITG mechanisms") AND ("Organizational culture")) 
OR (("Organizational culture") AND 
("Organizational Citizenship Behavior" OR "OCB"))  

Initially, fifty articles were found. Then, two 
literature reviews on OC and ITG were found (Aasi 
et al., 2014; Sousa et al., 2019). Thus, the snowballing 
process was carried out (Wohlin, 2014). Fifty-three 
articles compose our final selection.  

The predominance is on the relation between OC 
and OCB with thirty-two articles. In second with 

eighteen articles, the relation between ITG and OC. 
Also, three articles on OCB and ITG. Finally, the 
three concepts have never been studied, opening a 
wide door for hypotheses. 

3 CONCEPTUAL BASIS 

3.1 IT Governance 

For a long time, ITG was linked with the individuals' 
behavior in using IT. Nowadays, researchers define it 
more broadly, relating ITG to corporate governance 
and business (De Haes et al., 2020; Weill & Ross, 
2004). ITG is an integrative and essential asset of 
more comprehensive corporate governance that 
focuses on IT's role in the organization (Rowlands et 
al., 2014). As a result, it applies corporate governance 
concepts to create and protect IT value and defines IT 
roles and responsibilities to minimize risks related to 
IT (Hardy, 2006).  

3.2 Organizational Citizenship 
Behavior 

OCB is defined as individuals' behavior that benefits 
the organization voluntarily without being rewarded 
(Organ, 1988). These behaviors are characterized by 
spontaneous and innovative actions essential for 
effective organizations, sustainable business growth, 
and better job performance (Organ, 2015). This study 
uses OCB with the premise that ITG acts on its 
antecedents, considering that by institutionalizing 
ITG, organizations are encouraging the desired 
behavior in the use of IT, which will enhance these 
behaviors in individuals (Fernandes, Pereira, & 
Wiedenhöft, 2021; Wiedenhöft et al., 2017, 2019). 

3.3 Organizational Culture 

OC is composed of values, norms, objectives, and 
expectations commonly shared by the organization's 
members (Quinn & Rohrbaugh, 1983). Personifying 
the concept, OC is the organization's personality 
(Rowlands et al., 2014). A well-defined OC plays a 
vital role in the organization, improving its members' 
commitment and enhancing performance (Sharoni et 
al., 2012). OC can have many types of profiles, 
diverging in their combination of values (Cameron & 
Quinn, 2011). Despite having a prevailing culture 
type, no organization matches perfectly into a single 
one, reflecting their emphasis on various values 
(Quinn & Rohrbaugh, 1983; Wijesinghe et al., 2019).  
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4 THEORETICAL MODEL 

4.1 ITG and OC 

It is commonly referred to in the ITG literature that 
OC is important for smooth implementation and that 
it can be a primary concern when issues arise (McCoy 
et al., 2009; Wiedenhöft et al., 2015). Satidularn et al. 
(2011) argue that OC leads to a better understanding 
of ITG implementation among employees. Yet, it is 
difficult for organizations to make these changes, and 
there is a lack of clear understanding of "how," 
"what," and "why" culture influences ITG (McCoy et 
al., 2009). It is only known that when managing ITG 
mechanisms, a culture around ITG is critical to 
creating alignment between business and IT, resulting 
in more IT-enabled value creation (ISACA, 2012).  

According to these findings, it is verifiable that 
OC can influence the implementation of an ITG 
model differently and, therefore, affect its 
performance. Therefore, this section's general 
hypothesis is H1: The predominant organizational 
culture affects how individuals perceive the 
institutionalization of ITG in the organization. As 
shown in figure 2, three hypotheses were created that 
will allow us to validate how different types of OC 
influence the Wiedenhöft et al. (2017, 2019) ITG's 
institutionalization dimensions and validate the 
central hypothesis of this section. 

 

Figure 2: OC & ITG research model. 

H1a: Organizations with a dominant hierarchy 
culture higher tend to have a more robust perception 
by the individuals of its ITG structure formalization. 
An ITG's structure represents the organization's 
formal position toward technology, is part of ITG's 
normative institutionalization, and emphasizes social 
action empowerment (Davison & Ou, 2017; Scott, 
2008). In addition, employees' perception of formal 
ITG structure can encourage them to share a goal, 
respect and appreciate organizational processes, and 
communicate with each other (Wiedenhöft et al., 
2019). To avoid a formal unperceived ITG structure, 
the IT must be aligned with their business needs and 
guarantee stakeholders' interests (Chin et al., 2004; 
Sousa et al., 2019). According to El-Mekawy et al. 
(2014), an organization that potentiates a hierarchy 

culture will enhance the individual's perception of 
formalized structures and processes, increasing 
efficiency, consistency, and effectiveness.  

H1b: Organizations with a dominant hierarchical 
culture tend to have a more robust perception of 
individuals adopting ITG mechanisms. From Scott's 
(2008) model perspective, the ITG regulatory's 
institutionalization results from its adopted 
mechanisms, reflecting organizational compliance 
with rules and laws. Understanding the importance of 
adopting the mechanisms can help IT employees 
accept their roles and responsibilities, leading ITG to 
run smoothly (Aasi et al., 2014; Arikan & Borgman, 
2020). Thus, OC can determine how top management 
can structure and use the ITG mechanisms to achieve 
a higher performance of ITG (Wijesinghe et al., 2019; 
Willson & Pollard, 2009). A culture focused on 
patterns, policies, and procedures enables an 
organization to easily adapt to and legitimize ITG 
mechanisms to avoid unplanned events that violate 
policies. Hierarchical organizations may benefit from 
the ITG mechanism with its formal rules and policies 
as it requires structured processes and organizational 
processes (Janssen et al., 2013).  

H1c: Organizations with an adhocracy-oriented 
or a clan-oriented culture tend to have a more robust 
individual perception of ITG's institutionalization 
effectiveness. ITG's legitimacy arises from the 
perception of its effectiveness, which, by meeting a 
standard definition, a clear role, or a recognizable 
model, creates a model that is inspiring and copied by 
other organizations (Scott, 2008; Wiedenhöft et al., 
2019). By interacting with ITG mechanisms, 
individuals can perceive the effectiveness of ITG, 
thereby respecting the principles and objectives of 
ITG (Satidularn et al., 2011). Thus, organizations 
with a culture that improves communication styles 
and enhances attitudes towards innovation and 
creativity positively influence the performance and 
outcomes of ITG (Aasi et al., 2016; Aasi & Rusu, 
2017). Since adhocracy-oriented cultures are very 
innovative, they provide higher IT effectiveness (Aasi 
et al., 2016). The clan-oriented culture also works 
well in this context since communication dominates 
its values (Cameron & Quinn, 2011). 

4.2 OC and the OCB 

Researchers have interpreted how OC affects OCBs 
in diverse ways. There are references to OC as an 
antecedent (Biswas & Varma, 2012; Park et al., 2013; 
Tagliabue et al., 2020), a potential moderator 
(Erkutlu, 2011; Marcos et al., 2020; Sharoni et al., 
2012), a predictor (Teh et al., 2012), an effective tool 
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for performing it (Alsheikh & Sobihah, 2019; Jeong 
et al., 2019; Susita et al., 2020), and with OCB as part 
of and one of the many OC's measures (Desselle et 
al., 2017, 2018; Desselle & Semsick, 2016; 
Jafarpanah & Rezaei, 2020; Setyaningrum, 2017; 
Yuliusdharma et al., 2019). Nevertheless, there is a 
consensus that OC impacts how employees perform 
citizenship behaviors (Jo & Joo, 2011; Todd et al., 
2009). Organizations state how things are done 
through their culture, which influences their 
employees' behavior, resulting in how they manifest 
different OCBs, which can be beneficial or 
detrimental to the organization (Setyaningrum, 2017; 
Susita et al., 2020). According to Song et al. (2009), 
different OC types can cause different reactions based 
on the relationships perceived by employees. The 
literature reports that in cultures where people are 
more identified with their profession and 
organization, they feel more satisfied and perform 
more OCBs oriented towards their organization 
(Conscientiousness, sportsmanship, Civic Virtue) 
(Lopez-Martin & Topa, 2019; Tagliabue et al., 2020). 
In contrast, in team-oriented cultures where 
employees identify more with the workgroup, 
increasing employees' beliefs that they have a trust-
based bond with all employees, they are more likely 
to perform individual OCBs (Altruism, Courtesy) 
(Limpanitgul et al., 2013; Yin Yin Lau et al., 2020). 

Organizations always try to adjust their own 
culture to enhance the OCBs that best fit their 
employees, consequently impacting their and the 
organizations' performance (Appelbaum et al., 2004; 
Huang et al., 2020). Thus, this section's general 
hypothesis is H2: The predominant organizational 
culture affects the level and kind of OCBs individuals 
demonstrate. Figure 3 shows the five hypotheses 
created to validate the influence of different OC types 
on the five most-used OCB dimensions (Fernandes, 
Pereira, Wiedenhöft, et al., 2021) created by Organ 
(1988) and validate this section's central hypothesis. 

 

Figure 3: OC & OCB research model. 

H2a: Individuals in an organization with a 
dominant adhocracy-oriented or a clan-oriented 
culture demonstrate higher altruism levels. Altruistic 
behaviors represent an employee's philosophy about 
helping others (Goodman & Svyantek, 1999; Liu & 
Fellows, 2008). Thus, the perceptions of what 

happens in the organization may have less impact on 
this variable's performance than on a group and team-
based culture (Goodman & Svyantek, 1999). The 
orientation towards innovation also favors these 
attitudes and behaviors (Lopez-Martin & Topa, 
2019). A clan culture emphasizes the importance of 
human resource development by rewarding 
teamwork, participation, and consensus. In an 
adhocracy culture, the organization encourages 
innovation, individual initiative, and freedom 
(Cameron & Quinn, 2011).  

H2b: Individuals in an organization with a 
dominant market-oriented or a hierarchy-oriented 
culture demonstrate higher conscientiousness levels. 
Conscientiousness is characterized as citizenship 
behavior toward the organization (Organ, 1988). 
Represents employee actions that goes beyond the 
organization's minimum requirements (i.e.,. 
attendance, punctuality) (Liu & Fellows, 2008). 
Conscientiousness is more likely to be demonstrated 
in an organization with well-defined norms and 
processes (Jeong et al., 2019; Lopez-Martin & Topa, 
2019; Park et al., 2013). Thus, the market or 
hierarchical cultures show how organizations use 
formal rules and policies to remain united, care for the 
safety of their employees, and highlight external 
relations that drive competitiveness to achieve results 
(Cameron & Quinn, 2011).  

H2c: Individuals in an organization with a 
dominant clan-oriented culture demonstrate higher 
sportsmanship levels. Organ (1988) defined 
sportsmanship as the free will to accept and tolerate 
work's inevitable inconveniences. Employees with 
solid sportsmanship will not complain when others 
bother them, maintain a positive attitude despite 
adversity, and avoid offending others when their 
suggestions and ideas are ignored. (Liu & Fellows, 
2008; Podsakoff et al., 2000). Thus, clan cultures will 
affect sportsmanship, where the task interdependence 
of the teams is high (Ehrhart et al., 2015; 
Yuliusdharma et al., 2019).  

H2d: Individuals in an organization with a 
dominant market-oriented culture demonstrate 
higher civic virtues levels. Civic virtue is a 
willingness to participate in the organization's 
governance and pursue its best interests, regardless of 
personal costs (Liu & Fellows, 2008; Organ, 1988; 
Podsakoff et al., 2000). Market cultures often foster 
this kind of behavior and attitude to achieve high 
levels of efficiency and productivity in the long run 
(Jeong et al., 2019; Park et al., 2013). As a result, the 
market culture encourages individual participation, 
develops commitment, and emphasizes winning 
(Cameron & Quinn, 2011).  
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H2e: Individuals in an organization with a 
dominant clan-oriented or a hierarchy-oriented 
culture demonstrate higher courtesy levels. 
Courteous behaviors present a kind of gesture toward 
others, helping them prevent work-related problems, 
for example, notifying them before acting in a way 
that may affect them (Liu & Fellows, 2008). Some 
points favor this type of behavior  (Park et al., 2013). 
First, team interdependence creates a proper 
environment for providing extra help to co-workers in 
a clan-based culture. In a hierarchical culture, the 
emphasis on rules and regulations will enhance the 
demand and help create control and stability 
(Cameron & Quinn, 2011).  

4.3 ITG and the OCB 

ITG is the decision-making structure that determines 
each individual's IT responsibilities and defines the 
necessary mechanisms to stimulate the desired 
behaviors concerning IT resources, aiming to meet its 
objectives and respect its principles (Weill and Ross, 
2004). The relationship between OCB and ITG 
started being studied with the premise that ITG acts 
in OCB's antecedents, considering that some 
behaviors improve due to the perception of ITG 
institutionalization, mainly by encouraging desired 
behavior on IT use (Fernandes, Pereira and 
Wiedenhöft, 2021; Wiedenhöft et al., 2017, 2019).  

OCB is essential for enhancing organizational 
effectiveness, and its absence may lead to adverse 
outcomes. We believe that perception of ITG 
adoption is one of the many factors that influence 
OCB, as it can affect employees' ability to share a 
purpose, goodwill about organizational processes, 
and the ability to communicate, which helps the 
organization to be more efficient (Teh et al., 2012; 
Wiedenhöft et al., 2019). Therefore, this section's 
general hypothesis is H3: ITG institutionalization 
positively affects individuals' behavior over the OCB 
concept lens. Figure 4 shows five hypotheses that will 
allow us to validate the influence of the individuals' 
perception of ITG's adoption on the five most-used 
OCB dimensions created by Organ (1988) and then 
validate the central hypothesis in this section. 

 

Figure 4: ITG & OCB research model. 

H3a: The ITG institutionalization positively 
affects altruism behavior. Altruism can be positively 
affected by promoting knowledge exchange 
practices, such as fostering collaborative networks 
and knowledge sharing, enhancing employees' ability 
to help others (Wiedenhöft et al., 2017).  

H3b: The ITG institutionalization positively 
affects conscientiousness behavior. Conscientious 
behaviors can be enhanced by promoting greater 
compliance with the organizations' rules, making 
individuals aware of the importance of effective and 
optimized use of the organization's resources (Janssen 
et al., 2013; Scott, 2008; Weill & Ross, 2004).  

H3c: The ITG institutionalization positively 
affects sportsmanship behavior. Sportsmanship can 
be positively affected by the involvement of 
individuals who understand their roles in the ITG 
process as an organizational phenomenon, which can 
enhance the perception of organizational support and 
help employees deal with work displeasures without 
complaining  (Wiedenhöft et al., 2019).  

H3d: The ITG institutionalization positively 
affects civic virtue behavior. Civic virtue can be 
enhanced if individuals perceive getting feedback and 
organizational reciprocity, contributing to employees 
adopting pro-organizational behaviors and attitudes, 
such as constructive suggestions for improvement, 
even at a high personal cost (Wiedenhöft et al., 2019).  

H3e: The ITG institutionalization positively 
affects courtesy behavior. Courtesy can be affected 
by promoting greater compliance with the 
organizations' rules and, second, by providing 
collaborative and communication tools. This way, the 
individuals can help their colleagues prevent work-
related problems, such as notifying them before 
taking inappropriate actions (Liu & Fellows, 2008).  

4.4 Conceptual Model 

As presented in Figure 5, this conceptual model aims 
to validate the influence of ITG institutionalization on 
OCB and OC's role as a potential moderator of this 
relationship. Believing that OC can impact the 
relationship of these elements by the way it affects 
them individually. First, by understanding that, 
together with managing the ITG mechanisms and 
managing culture around ITG, it is possible to achieve 
alignment between business and IT and enable more 
IT value creation (ISACA, 2012). Secondly, by 
performing its culture, organizations state the 'way 
things are done here,' influencing their employees' 
behavior, and consequently, how they manifest 
different OCBs (Sharoni et al., 2012; Stamper and 
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Dyne, 2001). Finally, the last hypothesis of this study 
emerges: 

H4: The organizational culture will moderate the 
relationship between ITG and OCB. 

 

Figure 5: Conceptual model. 

5 CONCLUSIONS 

In this study, a conceptual model previously 
presented provides an understanding of how ITG 
institutionalization affects individuals' behavior 
under the lens of different organizational cultures. 
The resolution of its hypothesis will allow 
organizations to see the role ITG plays in OCB, 
checking if, by implementing their ITG Mechanisms, 
they are increasing their employees' OCBs and, 
consequently, organizational effectiveness (Rego & 
Pina e Cunha, 2008). Additionally, organizations will 
identify their employees' existing and desired OC 
(Cameron & Quinn, 2011). They will learn how 
culture affects ITG institutionalization and 
employees' OCBs, individually and with one another, 
and compare results with other cultures. 

Overall, this study will be completed in a 
descriptive-confirmative ex post facto, materialized 
in a survey to be answered by workers from a vast 
number of organizations worldwide. As a test of the 
overall model and hypotheses, we will use validated 
instruments from previous research studies, followed 
by a factor analysis using Partial Least Square (PLS)-
Structural Equation Modeling (SEM) (PLS-SEM). 

ACKNOWLEDGEMENTS 

This work is partially funded by national funds 
through FCT - Fundação para a Ciência e Tecnologia, 
I.P., under the project FCT UIDB/04466/2020. 

REFERENCES 

Aasi, P., & Rusu, L. (2017). Facing the digitalization 
challenge: Why organizational culture matters and how 
it influences IT governance performance. ISD 2017. 

Aasi, P., Rusu, L., & Han, S. (2014). The Influence of 
Culture on IT Governance : A Literature Review. 47th 
Hawaii International Conference on System Science. 

Aasi, P., Rusu, L., & Han, S. (2016). The influence of 
organizational culture on IT governance performance: 
Case of the IT department in a large Swedish company. 
Proceedings of the Annual Hawaii International 
Conference on System Sciences, 2016-March, 5157–
5166. 

Alsheikh, G., & Sobihah, M. A. A. (2019). Effect of 
behavioral variables on organizational citizenship 
behavior (OCB), with job satisfaction as moderating 
among Jordanian five-star hotels: A pilot study. 
International Journal of Ethics and Systems, 35(2), 
272–283. 

Appelbaum, S., Bartolomucci, N., Beaumier, E., 
Boulanger, J., Corrigan, R., Dore, I., Girard, C., & 
Serroni, C. (2004). Organizational citizenship behavior: 
a case study of culture, leadership and trust. 
Management Decision, 42(1), 13–40. 

Arikan, M., & Borgman, H. (2020). IT Governance: Oil or 
Sand in the Wheels of Innovation? Proceedings of the 
53rd Hawaii International Conference on System 
Sciences, 3, 5623–5632. 

Biswas, S., & Varma, A. (2012). Linkages between 
antecedents of in-role performance and intentions to 
quit: an investigation in India. International Journal of 
Human Resource Management, 23(5), 987–1005. 

Cameron, K. S., & Quinn, R. E. (2011). Diagnosing And 
Changing Organizational Culture. 

Chin, P. O., Brown, G. A., & Hu, Q. (2004). The Impact of 
Mergers & Acquisitions on IT Governance Structures: 
A Case Study. Journal of Global Information 
Management, 12(4), 50–74. 

Davison, R. M., & Ou, C. X. J. (2017). Digital work in a 
digitally challenged organization. Information and 
Management, 54(1), 129–137. 

De Haes, S., Van Grembergen, W., Anant, J., & Huygh, T. 
(2020). Enterprise Governance of Information 
Technology. Achieving Alignment and Value in Digital 
Organizations. In Springer. 

Dekas, K. H., Bauer, T. N., Welle, B., Kurkoski, J., & 
Sullivan, S. (2013). Organizational citizenship 
behavior, version 2.0: A review and qualitative 
investigation of ocbs for knowledge workers at google 
and beyond. Academy of Management Perspectives, 
27(3), 219–237. 

Desselle, S. P., Andrews, B., Lui, J., & Raja, G. L. (2017). 
The scholarly productivity and work environments of 
academic pharmacists. Research in Social and 
Administrative Pharmacy, 1–9. 

Desselle, S. P., Raja, L., Andrews, B., & Lui, J. (2018). 
Perceptions of organizational culture and 
organizational citizenship by faculty in U.S. colleges 

ICEIS 2022 - 24th International Conference on Enterprise Information Systems

470



and schools of pharmacy. Currents in Pharmacy 
Teaching and Learning, 10(4), 403–412. 

Desselle, S. P., & Semsick, G. R. (2016). Identification and 
development of items comprising organizational 
citizenship behaviors among pharmacy faculty. 
American Journal of Pharmaceutical Education, 
80(10). 

Ehrhart, M. G., Aarons, G. A., & Farahnak, L. R. (2015). 
Going above and beyond for implementation: The 
development and validity testing of the Implementation 
Citizenship Behavior Scale (ICBS). Implementation 
Science, 10(1), 1–9. 

El-Mekawy, M., Rusu, L., & Perjons, E. (2014). The impact 
of business-it alignment on organizational culture. 
Proceedings - Pacific Asia Conference on Information 
Systems, PACIS 2014, June. 

Erkutlu, H. (2011). The moderating role of organizational 
culture in the relationship between organizational 
justice and organizational citizenship behaviors. 
Leadership & Organization Development Journal. 

Fernandes, P., Pereira, R., & Wiedenhöft, G. (2021). 
Information Technology Governance and the 
Individual's Behavior: A cross-sectional study. 
Australasian Journal of Information Systems, 25, 1–25. 

Fernandes, P., Pereira, R., Wiedenhöft, G., & Costa, P. 
(2021). The individuals' discretionary behaviors at 
work. An overview and analysis of its growing interest. 
Heliyon, 7(July), e08175. 

Goodman, S. A., & Svyantek, D. J. (1999). Person–
Organization Fit and Contextual Performance: Do 
Shared Values Matter. Journal of Vocational Behavior, 
55, 254–275. 

Hardy, G. (2006). Using IT governance and COBIT to 
deliver value with IT and respond to legal, regulatory 
and compliance challenges. Information Security 
Technical Report, 55–61. 

Huang, L., Chang, K. Y., & Yeh, Y. C. (2020). How can 
travel agencies create sustainable competitive 
advantages? Perspective on employee role stress and 
initiative behavior. Sustainability, 12(11). 

ISACA. (2012). COBIT 5: A Business Framework for the 
Governance and Management of Enterprise IT. In 
ISACA. 

Jacobson, D. D. (2009). Revisiting IT Governance in the 
Light of Institutional Theory. Proceedings of the 42nd 
Hawaii International Conference on System Sciences. 

Jafarpanah, M., & Rezaei, B. (2020). Association between 
organizational citizenship behavior and patient safety 
culture from nurses' perspectives: A descriptive 
correlational study. BMC Nursing, 19(1), 1–8. 

Janssen, L. A., Luciano, E. M., & Testa, M. G. (2013). The 
Influence of Organizational Culture on IT Governance: 
Perception of a Group of IT Managers from Latin 
American Companies. 46th Hawaii International 
Conference on System Sciences The. 

Jeong, Y., Kim, E., Kim, M., & Zhang, J. J. (2019). 
Exploring relationships among organizational culture, 
empowerment, and organizational citizenship behavior 
in the South Korean professional sport industry. 
Sustainability, 11(19), 1–16. 

Jo, S. J., & Joo, B. K. (Brian). (2011). Knowledge sharing: 
The influences of learning organization culture, 
organizational commitment, and organizational 
citizenship behaviors. Journal of Leadership and 
Organizational Studies, 18(3), 353–364. 

Juiz, C., & Toomey, M. (2015). To govern IT, or not to 
govern IT? Communications of the ACM, 58(2), 58–64. 

Kitchenham, B. (2007). Guidelines for performing 
Systematic Literature Reviews in Software 
Engineering. EBSE Technical Report, 2.3. 

Limpanitgul, T., Jirotmontree, A., Robson, M. J., & 
Boonchoo, P. (2013). Job attitudes and prosocial 
service behavior: A test of the moderating role of 
organizational culture. Journal of Hospitality and 
Tourism Management, 20, 5–12. 

Liu, A. M. M., & Fellows, R. (2008). Behaviour of quantity 
surveyors as organizational citizens. Construction 
Management and Economics, 26(12), 1271–1282. 

Lopez-Martin, E., & Topa, G. (2019). Organizational 
culture and job demands and resources: Their impact on 
employees' wellbeing in a multivariate multilevel 
model. International Journal of Environmental 
Research and Public Health, 16(17). 

Marcos, A., García-Ael, C., & Topa, G. (2020). The 
influence of work resources, demands, and 
organizational culture on job satisfaction, 
organizational commitment, and citizenship behaviors 
of spanish police officers. International Journal of 
Environmental Research and Public Health, 17(20), 1–
22. 

McCoy, B., Stephens, G., & Stevens, K. J. (2009). An 
investigation of the impact of corporate culture on 
employee information systems security behaviour. 
ACIS 2009 Proceedings - 20th Australasian 
Conference on Information Systems, 58, 482–491. 

Organ, D. W. (1988). Organizational Citizenship Behavior: 
The Good Soldier Syndrome. In The Academy of 
Management Review (Vol. 14, Issue 2). 

Organ, D. W. (2015). Organizational Citizenship Behavior. 
In International Encyclopedia of the Social & 
Behavioral Sciences: Second Edition (Second Edi, Vol. 
17, Issue 1938). Elsevier. 

Organ, D. W. (2018). Organizational Citizenship Behavior: 
Recent Trends and Developments. Annual Review 
OfOrganizational Psychology and Organizational 
Behavior, 80(November 2017), 17–18. 

Park, S. M., Park, H. J., & Ryu, E. Y. (2013). Determinants 
of Positive Job Attitude and Behaviour in the Asian 
Work Context: Evidence from Korean central 
government agencies. Public Management Review, 
15(8), 1154–1184. 

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(3), 513–563. 

Quinn, R. E., & Rohrbaugh, J. (1983). Spatial Model of 
Effectiveness Criteria: Towards a Competing Values 
Approach To Organizational Analysis. Management 
Science, 29(3), 363–377. 

IT Governance, Culture, and Individual Behavior

471



Rego, A., & Pina e Cunha, M. (2008). Organisational 
citizenship behaviours and effectiveness: An empirical 
study in two small insurance companies. Service 
Industries Journal, 28(4), 541–554. 

Rowlands, B., De Haes, S., & Van Grembergen, W. (2014). 
Exploring and developing an IT governance culture 
framework. 35th International Conference on 
Information Systems "Building a Better World Through 
Information Systems", ICIS 2014. 

Satidularn, C., Tanner, K., & Wilkin, C. L. (2011). 
Exploring IT governance arrangements in practice: The 
case of a utility organisation in Thailand. PACIS 2011 - 
15th Pacific Asia Conference on Information Systems: 
Quality Research in Pacific, May 2014. 

Scott, W. R. (2008). Approaching adulthood: The maturing 
of institutional theory. Theory and Society, 37(5), 427–
442. 

Setyaningrum, R. P. (2017). Relationship between Servant 
Leadership in Organizational Culture , Organizational 
Commitment , Organizational Citizenship Behaviour 
and Customer Satisfaction. European Research Studies 
Journal, XX(3), 554–569. 

Sharoni, G., Tziner, A., Fein, E. C., Shultz, T., Shaul, K., & 
Zilberman, L. (2012). Organizational citizenship 
behavior and turnover intentions: Do organizational 
culture and justice moderate their relationship? Journal 
of Applied Social Psychology, 42(SUPPL. 1), 267–294. 

Smits, D., & Van Hillegersberg, J. (2015). IT governance 
maturity: Developing a maturity model using the delphi 
method. Proceedings of the Annual Hawaii 
International Conference on System Sciences, 2015-
March, 4534–4543. 

Song, L. J., Tsui, A. S., & Law, K. S. (2009). Unpacking 
employee responses to organizational exchange 
mechanisms: The role of social and economic exchange 
perceptions. Journal of Management, 35(1), 56–93. 

Sousa, J. L. D. M., Nose, E. T., Argentino, L. G., Rosini, A. 
M., & Palmisano, A. (2019). It governance and 
organizational culture: a bibliographical review of 
studies carried out and published. Information Systems 
and Technology Management, 10(2), 3–12. 

Stamper, C. L., & Dyne, L. Van. (2001). Work status and 
organizational citizenship behavior: a feld study of 
restaurant employees. Journal of Organizational 
Behavior, 22(February 2000), 517±536. 

Susita, D., Ketut Sudiarditha, I. R., Purwana, D., Wolor, C. 
W., & Merdyantie, R. (2020). Does organizational 
commitment mediate the impact of organizational 
culture and interpersonal communication on 
organizational citizenship behavior? Management 
Science Letters, 10(11), 2455–2462. 

Tagliabue, M., Sigurjonsdottir, S. S., & Sandaker, I. (2020). 
The effects of performance feedback on organizational 
citizenship behaviour: a systematic review and meta-
analysis. European Journal of Work and 
Organizational Psychology, 00(00), 1–21. 

Teh, C. J., Boerhannoeddin, A., & Ismail, A. (2012). 
Organizational culture and performance appraisal 
process: Effect on organizational citizenship behavior. 
Asian Business and Management, 11(4), 471–484. 

Todd, S. Y., Andrew, D. P. S., & Sowieta, S. E. (2009). A 
Personnel Management Case Study in a Canadian 
National Sport Organisation. Sport Management 
Review, 12(1), 49–56. 

Weill, P., & Ross, J. W. (2004). IT Governance How Top 
Performers Manage IT Decision Rights for Superior 
Results. IT Governance, Boston: Ha(Harvard Business 
School Press Boston, Massachusetts), 1–10. 

Wiedenhöft, G. C., Luciano, E. M., & Pereira, G. V. (2017). 
Institutionalization of individuals in the public 
governance and the behavior of information technology 
organizations context. ECIS, 2017, 1453–1467. 

Wiedenhöft, G. C., Luciano, E. M., & Pereira, G. V. (2019). 
Information Technology Governance 
Institutionalization and the Behavior of Individuals in 
the Context of Public Organizations. Information 
Systems Frontiers, 2017, 1453–1467. 

Wiedenhöft, G. C., Luciano, E. M., & Testa, M. G. (2015). 
Definition of a Model for Measuring the Effectiveness 
of Information Technology Governance: a Study of the 
Moderator Effect of Organizational Culture Variables. 
Proceedings of the 8th International Conference on 
Information Resources Management (Conf-IRM), 
2015, Estados Unidos. 

Wijesinghe, R., Scheepers, H., Korthaus, A., & Liu, L. 
(2019). How does organisational culture influence the 
relationship between information technology 
governance and organisational performance in the 
financial services industry? Proceedings of the 23rd 
Pacific Asia Conference on Information Systems: 
Secure ICT Platform for the 4th Industrial Revolution, 
PACIS 2019. 

Willson, P., & Pollard, C. (2009). Exploring IT governance 
in theory and practice in a large multi-national 
organisation in Australia. Information Systems 
Management, 26(2), 98–109. 

Wohlin, C. (2014). Guidelines for snowballing in 
systematic literature studies and a replication in 
software engineering. ACM International Conference 
Proceeding Series. 

Yin Yin Lau, P., Park, S., & McLean, G. N. (2020). 
Learning organization and organizational citizenship 
behaviour in West Malaysia: moderating role of team-
oriented culture. European Journal of Training and 
Development. 

Yuliusdharma, Nuruddin, A., & Ikhsan, A. (2019). The 
effect of Islamic work ethics and organisational cultural 
motivation on OCB and employee performance at Bank 
Aceh Syariah. International Journal of Innovation, 
Creativity and Change, 9(4), 159–171. 

ICEIS 2022 - 24th International Conference on Enterprise Information Systems

472


