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Abstract 

Save Street Child (SSC) is a nonprofit organization in which its main activity is focused on the empowerment of 

the street children. This research aims at analyzing the effect of organizational culture on organizational 

commitment, analyzing the job satisfaction as the mediating variable of the organizational culture’s influence on 

the organizational commitment, and analyzing the volunteering tenure as the moderating variable of the 

organizational culture’s influence on the organizational commitment. This research involved all of 63 volunteers 

in SSC organization in Malang City as respondents. Closed questionnaires were used to collect the primary data. 

Further, the data were analyzed by using the PLS (Partial Least Square). The research results show that the 

organizational culture affects the job satisfaction, whereas the organizational culture does not have any influence 

on the organizational commitment. In addition, the job satisfaction influences the organizational commitment, 

and it also becomes the mediating variable of the influence of the organizational culture on the organizational 

commitment. The last finding also shows that the volunteering tenure is not the moderating variable of the 

organizational culture’s influence on the organizational commitment. This study is useful for understanding 

organizational culture, job satisfaction, and organizational commitment in nonprofit organizations.  

Keywords: organizational culture, organizational commitment, job satisfaction, volunteering tenure, save street 

child, nonprofit organization 

1. Introduction 

In this globalization era, non-profit organization has an important role in resolving many social problems. One of 

the non-profit organization which engages in the community service is Save Street Child. Its presence has 

covered some big cities in Indonesia, including Malang. Save Street Child (SSC) is a non-profit organization in 

Malang focusing on street children. Its main activity is the empowerment of street children involving advising 

and educating them to realize and change their habitual activity of earning the life on the street.  

SSC organization is driven by volunteers; thus its existence depends much on its volunteers. The volunteer is an 

individual who has high concern on the problems faced by people in his/her surrounding without asking anything 

in return. Hodgkinson (2003) states that volunteers even engage in overcoming environmental and society 

various problems either in government organizations or companies. Therefore, to be able to perform their 

function well, volunteers need to have high commitment. 

Volunteers’ organizational commitment has close connection with the values or the organizational culture, and 

also the volunteers’ satisfaction in conducting their social activities. A strong organizational culture is expected 

to be able to elevate the volunteer’s commitment to remain to stay and not to leave the organization. The strong 

organizational culture will be able to increase the job satisfaction of the organizational members (Dirani, 2009; 

Macintosh & Doherty, 2010). Furthermore, the organizational members who have obtained job satisfaction will 

also hold a high commitment. It is in line with the results of the researches conducted by Zeinabadi & Salehi 

(2011), Prabowo et al. (2016) who state that the job satisfaction affects the organizational commitment. In 

addition, studies conducted by McKinnon et al. (2003) and Al-Amin and Noermijati (2010), show that the 

organizational culture influences the organizational commitment. In contrary to the results of the empirical 
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studies above, Jain (2015) shows that sociability and solidarity culture does not have any correlation to the 

continuance commitment. 

On the basis of the previous empirical research results, this study has a research gap which differs it from others. 

This study uses the job satisfaction as the mediating variable. This gap refers to the statement that the strong 

organizational culture will increase the job satisfaction of the members (Dirani, 2009; Macintosh & Doherty, 

2010). Meanwhile, every organizational member who have already perceived the job satisfaction, will also hold 

a high commitment (Zeinabadi & Salehi, 2011; Prabowo et al. 2016). In addition, this study also takes the 

volunteering tenure as the moderating variable of the influence of the organizational culture on the 

organizational commitment. This moderating variable is used to find out whether the time period of being a 

volunteer in SSC will strengthen or weaken the effect of the organizational culture on the volunteer’s 

organizational commitment. Robbins and Judge (2013) state that the volunteering tenure can be a strong 

predictor of the volunteer’s intention to leave. It can also be inferred that the longer of the members pursue 

certain works, the higher the members’ commitments will be on the organization. Therefore, this study intends to 

disclose whether the same hypothesis will also work on the volunteers of the non-profit organization or not. 

Moreover, the originality of this research focuses on the volunteer commitment, and put the volunteering tenure 

as the moderating variable of the effect of the organizational culture on the volunteer’s organizational 

commitment. 

The paper is organized as follows: The next section provides a review of the theoretical literature, some previous 

study, and sets out the hypotheses of the study. The research methods are presented in the section 3. The next 

section results of statistical analysis are presented followed by conclusion and managerial implications in section 5. 

2. Literature Review 

2.1 Organizational Culture 

According to Robbins (2006), the organizational culture is defined as a perception held by all the organizational 

members or the shared meaning of the system which is considered as the characteristics set adopted by an 

organization. Kotter dan Heskett (1997) state that the organizational culture has two levels, which are: the first, a 

deep and less visible level which is an organizational culture refers to the shared values among the organizational 

members which also tend to persist over time; meanwhile, for the second refers to more visible level in which a 

culture portrays organization’s behavior or pattern, so that it is expected that new members automatically feel 

supported to follow their co-workers. Moreover, Luthan (2006) defines the organizational culture as a norm and 

value directing the organizational member behavior. In addition, Schein (2010) also states that the organizational 

culture is a glue between the members and organizational system that held together and stimulates the members’ 

commitment and performance. Basically, a culture is the totality of social behavior patterns, arts, beliefs, and 

institutions; while the essence of the organizational culture is a norm of act of the organization as well as its 

members. The strong culture affects the members to be embedded with the organization's goals and work 

together to achieve the goals. It also notifies the members of how things are done and what things are important 

to do. The study of Lok dan Crawford (2004) disclose that there is a correlation of the organizational culture on 

the job satisfaction and organizational commitment. Meanwhile, another research conducted by Nurjanah (2008) 

aimed at finding out the influence of the leadership style and organizational culture on the organizational 

commitment and employee performance. The result shows that the organizational culture has a significant and 

positive effect on the organizational commitment. Other previous studies from McKinnon et al. (2003); Zain et al. 

(2009); Al-Amin and Noermijati (2010) also show that the organizational culture has an effect on the 

organizational commitment.  

Furthermore, Cartwright (1999) state that a culture has a strength and authority to create personality, behavior, 

and attitude characteristics of an individual. Based on Cartwright (1999), it can be inferred that the 

organizational culture has an influence in forming the individual personality, behavior, and attitude. In order to 

measure the organizational culture, Cartwright found nine motivation factors which also become a base of the 

culture measurement/indicator, which are Identification, Equity, Equalit, Consensus, Instrumentality, Rationality, 

Development, Group Dynamics, Internalization. 

The organizational culture in SSC is measured by using indicators adopted from Cartwright and other indicators 

that fit the condition of the research object. The indicators consist of: (1) equity: the balance between the 

aqcuired reward and experience and the volunteer’s desired; (2) equality: the equal treatment and respect among 

volunteers, regardless of status, seniority, and the contribution made; (3) communication: the relationship 

conducted through communication among volunteers; (4) Empathy: there is more understanding and caring 

among volunteers; and (5) technology: the use of the application and socal media to assist the coordination, take 
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decision, and disseminate information to other volunteers. 

2.2 Job Satisfaction 

According to Robin and Judge (2013), the job satisfaction is a positive feeling of certain works resulted from the 

assessment of the work characteristics. An employee with high job satisfaction has a positive assessment or 

feeling towards his/her job, it also happens vice versa. Meanwhile, Flannery et al. (2008) states that the job 

satisfaction is an individual attitude towards his/her job reflected as a self-attitude on the tendency and response 

of the job being done at the level of pleasure or displeasure. This self-attitude refers to either the visible or 

invisible individual attitude. Locke (1970) published a job satisfaction theory well-known as Range of Affect 

Theory which describes that the employee job satisfaction is measured through the wishes differentiation of 

which the employees earn from their job. Parker (2007) mentions the three matters are known to lead to the job 

satisfaction: job situation, employee characteristics, and the result of the employee interaction.  

Locke (1970) states that there are five indicators of the job satisfaction: The Work Itself, Pay, Promotion 

Opportunities, Supervision, Coworkers. In correlation to the volunteer job satisfaction, there is a high 

expectation of the volunteers to be able to fulfill their desire that is by working better as the volunteers, receiving 

rewards of what they have done, and developing themselves. Considering these, it needs an adjustment of the job 

satisfaction indicators. Therefore, referring to the five job satisfaction indicators proposed by Locke (1970), the 

two indicators are considered being adjusted based on the condition of the research object which is to measure 

the job satisfaction of the volunteers in SSC Malang. Indicators of the volunteer job satisfaction are as follows: 

(1)  The Work Itself: how far the voluntary work provides chances to volunteers to have interesting work, 

opportunity to learn, and opportunity to accept responsibility; (2) Appreciation: rewards received by volunteers 

for their contribution to the organization; (3) Development Opportunities: the opportunities for volunteers to 

develop; (4) Supervision: the capability of the supervisor or division coordinator to provide technical and moral 

supports for volunteers; (5)  Coworkers: coworkers have a great role in creating a conducive working 

environment and high job satisfaction. 

2.3 Organizational Commitment 

Luthan (2006) states that organizational commitment is an attitude showing the loyalty of employees and 

considered as a continuous process of how the members of the organization express their interest on the success 

and the good of the organization. Furthermore, the loyalty is indicated through three important matters which are: 

1). the strong desire of the individual to stay as an organizational member; 2) the desire to exert the efforts for the 

sake of the organization; 3). the belief and strong acceptance on the aims and values of the organization. Allen and 

Meyer (1991) define organizational commitment as a psychological construct portraying the relationship between 

the members of the organization and their organization, and having implications on the individual decision to 

continue their organizational membership. Allen and Meyer (1991) also introduce a model named Three 

Component Model (TCM) including affective commitment; continuance commitment; normative commitment. 

Furthermore, the three components become the measurement indicators of the organizational commitment 

variable in this study.  

Organizational commitment can be expressed as a sense of emotional attachment of the individual / members in 

an organization which allows them to prefer to keep remaining in the organization than those who have no 

involvement to the organization. The members who have high commitment also have a strong involvement. In 

addition, the organizational members who also have high commitment will have more possibilities to stay than 

those who have no commitment. A study conducted by Puspitawati (2013) aimed at disclosing the influence of 

job satisfaction on the organizational commitment and service quality at Hotel Bali Hyatt Sanur. The results show 

that the job satisfaction positively and significantly affects the organizational commitment. Moreover, the 

organizational members who obtain the job satisfaction will also have a high commitment. These results are in 

line with the studies conducted by Zeinabadi & Salehi (2011); Fraga et al. (2015); Prabowo et al. (2016) 

disclosing that the job satisfaction effects the organizational commitment.  

2.4 Volunteering Tenure 

The length period of being volunteers is also considered identic to the volunteering tenure. Tenure can be defined 

as a working time at a certain position or also as a job experience (Robin & Judge, 2013). Tenure refers to how 

long an individual pursues a particular occupation meaning that the longer the person stays working in certain 

position, the more experience he/she will get. English et al. (2010) divide the working period into three stages, 

which are early, middle, and later stage. The research results of English et al. (2010) show that at certain different 

tenure stages, it is found that there is also a different strength of affective commitment. Noermijati (2015) in her 

research divides the working period into two, which are the new and old working period. Therefore, in this study, 
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the volunteers of SSC Malang, a non-profit organization in Malang, can be divided into two which are the 

newcomers and long-time members. 

This research analyzes the influence of organizational culture on organizational commitment which is mediated 

by job satisfaction and moderated by volunteering tenure:  
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Figure 1. Research Framework 

Referring to the review of related literature above, there are five research hypotheses which can be mentioned as 

follows: 

H1: Organizational culture influences organizational commitment 

H2: Organizational culture influences volunteer’s job satisfaction 

H3: Job satisfaction influences volunteer’s organizational commitment 

H4: Job satisfaction mediates the influence of organizational culture on volunteer’s organizational commitment. 

H5: Volunteering tenure moderates the influence of organizational culture on volunteer’s organizational 

commitment. 

3. Research Methods 

This research involved the entire population members, which were 63 volunteers of non-profit organization, SSC 

Malang as the research respondents. Sampling technique used was census method. Data gathering was done by 

distributing questionnaire and documentation. The respondents’ answers were measured by using 5 Likert scales. 

The data were analyzed by using statistic technique PLS (Partial Least Square).  

Table 1. Variable Measurement 

No. Variable Indicator 

1. Organizational Culture (Cartwright, 1999) 

Equity 
Equality 
Communication 
Empathy 
Technology 

2. Job satisfaction (Locke,1970) 

The work itself 
Appreciation 
Development opportunities 
Supervision 
Co-workers 

3. Organizational Commitment (Meyer snf Allen,1991) 
Affective 
Continuant 
Normative 

4.  Volunteering Tenure ( Noermijati, 2015) Volunteering tenure 

Respondents’ characteristic included gender, age, education and occupation. The numbers of female respondents 

were bigger than males, which is 65% female and 35% male. Majority (81%) of the respondents are between 

20-30 years old and 19% is below 20 years old. Respondents with Bachelor Degree (S1) have the majority 

percentage 52%, S2 1% and Junior High School 41%. Based on the volunteering tenure, the majority of SSC 

Malang volunteers has joined the organization for more than 12 months (63%), and the rest has joined less than 

12 months.  
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4. Data Analysis and Findings 

4.1 Outer Model Evaluation 

Based on the testing result of convergent validity, it shows that all research indicators are valid in measuring its 

own research variable.  

Table 2. Testing of Discriminant Validity using Cross Loading 

Item Organizational Culture Job satisfaction 
Organizational 
Commitment 

Volunteering Tenure 

A.2.3 0.756 -0.058 0.007 0.239 
A.3.1 0.618 0.368 -0.180 -0.087 
A.3.2 0.617 0.023 -0.237 -0.147 
A.3.3 0.692 -0.318 0.05 0.106 
A.4.1 0.740 -0.109 0.075 -0.218 
A.4.2 0.737 0.129 0.089 0.038 
A.4.3 0.675 0.004 0.034 0.129 
A.1.2 0.528 -0.166 0.148 0.136 
A.2.1 0.653 0.488 -0.099 -0.079 
A.2.2 0.645 -0.351 0.092 -0.130 
C.1.1 0.024 0.654 0.319 0.268 
C.2.1 -0.090 0.773 -0.064 0.187 
C.2.3 -0.376 0.72 -0.034 0.115 
C.4.1 0.132 0.703 -0.083 -0.153 
C.4.2 -0.247 0.608 0.055 -0.261 
C.5.2 0.232 0.810 -0.117 -0.058 
C.5.3 -0.169 0.662 -0.086 -0.218 
C.3.1 0.209 0.537 -0.048 0.376 
C.2.2 -0.180 0.657 -0.127 -0.107 
C.4.3 0.215 0.530 0.106 0.106 
C.5.1 0.342 0.581 0.164 -0.229 
E.1.2 -0.182 0.036 0.650 -0.062 
E.1.3 0.005 0.026 0.712 0.168 
E.2.3 -0.063 0.229 0.810 0.115 
E.3.3 -0.042 0.200 0.778 0.233 
E.3.1 0.229 -0.689 0.531 -0.130 
E.1.1 -0.057 -0.056 0.536 -0.180 
E.2.1 0.106 -0.176 0.539 -0.455 
E.2.2 0.139 -0.277 0.521 0.008 
E.3.2 -0.043 0.462 0.543 0.098 
LR 0 0 0 1.000 

Based on the testing result of discriminant validity using cross loading on Table 2, it indicates that the indicators 

predict its own latent variable better than other latent variable indicator. Based on the analysis result, it can be 

interpreted that the testing of discriminant validity has been fulfilled.  

Based on the testing result of composite reliability, the composite reliability score of each research variable is: 1) 

organizational culture 0.889; 2) job satisfaction 0.895; 3) organizational commitment 0.854; 4) volunteering 

tenure 1.000. The testing result of Composite Reliability shows that the score of organizational culture, job 

satisfaction, commitment and volunteering tenure variable is bigger than 0.70, thus the model has fulfilled the 

criteria of discriminant validity (all construction on organizational culture, job satisfaction, commitment and 

volunteering tenure indicator strengthen each of its latent variable or able to measure its latent variable).  

4.2 Inner Model Evaluation 

Based on the Testing of inner was found that job satisfaction has influence with prediction score of the entire 

model 0.512 or 51.2%. Commitment variable has influence with prediction score 0.215 or 21.5%. Moreover, the 

testing on inner model can also be seen from the evaluation of predictive relevance stone-geiser Q-square test for 

predictive relevance. R-square score is put into Q-square equation as follows: 

Q2 =1-(1-R1
2)(1-R2

2)…(1-Rp2) 

Based on Q-square evaluation, it shows that the model has predictive relevance because it has the value of 

0.61692 which is bigger that 0 (zero), therefore the model is good to be used.  

4.3 Hypothesis Testing  

The hypothesis testing result by using PLS and Sobel formula can be seen on Table 3-5 
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Table 3. Direct Testing of Path Coefficient 

Variable Path Coefficient 
Deviation 
Standard 

P Values Remarks 

Organizational culture -> organizational commitment 0.165 0.119 0.086 Insignificant 
Organizational culture -> job satisfaction 0.711 0.099 <0.001 Significant 
job satisfaction -> organizational commitment 0.458 0.108 <0.001 Significant 

Table 4. Indirect Effect of Coefficient Path, and Moderation Role 

Variable 
Path 
Coefficient 

Deviation 
Standard 

P 
Values 

Remarks 

Organizational culture job satisfaction  Organizational 
Commitment 

0.343 0.079 <0.001 Significant 

Volunteering tenure * Organizational culture  Organizational 
commitment 

-0.027 0.125 0.414 
Insignifica
nt 

Table 5. Moderation Testing without Involving Mediation Variable 

Variable 
Path 
Coefficient 

Deviation 
Standard 

P 
Values 

Remarks 

Organizational culture Organizational Commitment 0.405 0.110 <0.001 Significant 
Volunteering tenure * Organizational culture  Organizational 
commitment 

-0.017 0.125 0.446 
Insignifica
nt 

Hypothesis testing is conducted to find out the influence among variables. If p-value is less than 0.05 then it is 

significant and thus research hypothesis is accepted, and vice versa. If p-value is more than 0.05 then it is 

insignificant and thus research hypothesis is rejected.  

H1: Organizational culture influences organizational commitment 

The testing result on Table 4 shows p-value score of direct effect of organizational culture on organizational 

commitment 0.09, which is above 0.05 (insignificant), thus H1 is rejected and interpreted that organizational 

culture does not influence organizational commitment.  

H2: Organizational culture influences volunteer’s job satisfaction 

With 99% assurance, testing result on Table 4 shows that organizational culture has the significant positive 

influence on job satisfaction (β = 0.71 , P < 0.01) which is shown by significant score <0.01. Therefore H2 is 

accepted.  

H3: Job satisfaction influences volunteer’s organizational commitment 

With 99% assurance, testing result on Table 4 shows that job satisfaction has significant positive influence on 

commitment (β=0.458, P<0.01) which is shown by the significant score <0.01. Thus H3 is accepted and 

interpreted that the higher volunteer’s job satisfaction level, it will significantly influence on the increasing of 

organizational commitment.  

H4: Job satisfaction mediates the influence of organizational culture on volunteer’s organizational commitment. 

Referring to Table 4 and Table 5 which show that organizational culture does not significantly influence 

organizational commitment, while the organizational culture influences job satisfaction, and job satisfaction 

significantly influences organizational commitment, moreover the test result of the indirect effect of the 

organizational culture on the organizational commitment through job satisfaction is not significant, thus it can be 

concluded that job satisfaction fully mediates the influence of organizational culture on organizational 

commitment. It shows that the organizational culture will only influence organizational commitment through 

volunteer’s job satisfaction.  

H5: Volunteering tenure moderates the influence of organizational culture on volunteer’s organizational 

commitment. 

The hypothesis test result shows that the moderation role of volunteering tenure on the influence of 

organizational culture on organizational commitment, involving mediation variable (P-Value=0.41) and not 

involving (P-Value=0.44), the result shows that P-Value score >0.05 (insignificant), therefore H5 is rejected. It 

means that volunteering tenure does not moderate or neither strengthen nor weaken the influence of 

organizational culture on the organizational commitment.  

5. Discussions  

5.1 Organizational Culture Influences Organizational Commitment 

Organizational culture does not influence organizational commitment. Descriptive analysis result shows that 
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volunteers perceive a strong organizational culture in SSC organization. Volunteers have high commitment; 

commitment indicator with highest perceived score is affective commitment indicator with quite high average 

score, while the lowest commitment indicator is continuant commitment indicator. It means that the volunteers of 

SSC Malang feel comfort and want to be a part of the organization, which is shown by the high score of affective 

and continuant commitment. This shows that the volunteers of SSC Malang have a strong will to stay in the 

organizational, no intention to leave and also have a strong organizational commitment. Organizational culture 

does not significantly influence organizational commitment; this can be caused by the condition when the 

volunteers are graduated, they are expected to expand their career in other city or place. Since most of the 

volunteers are university students, thus after they completed their study and work at another city, then they have 

to leave Malang and also their role as volunteers at SSC. This research result does not support the researches of 

McKinnon et al. (2003); Al-Amin and Noermijati (2010) which states that organizational culture influences the 

organizational commitment.  

5.2 Organizational Culture Influences Job Satisfaction 

Organizational culture is a profound value of an organization which is manifested into how employees are 

expected to behave. Organizational culture which emphasizes on the value of companionship, mentor and respect 

of each other will be able to increase the job satisfaction of volunteers. Organizational culture which is measured 

by 15 items shows that, according to the respondents’ perception, the organizational culture of SSC is already in 

a solid level. It means that the volunteers have felt the strong organizational culture in SSC. The organizational 

culture indicator which is perceived with the highest average score is technology indicator, while empathy 

indicator gains the lowest average score even though it is still at the average-high level. Technology does not 

only play a very important role in the transmission of information and decision making, but also as a medium to 

spread and internalize the organizational culture of SSC, especially for the newly joined volunteers. What needs 

attention is the empathy of volunteers. It still needs to be improved in order to enhance understanding and 

concern between volunteers in order for them to be more satisfied. This research result is in line with the 

researches of Lund (2003); Bellou (2010); Dirani (2009); MacIntosh & Doherty (2010); Dinar et al (2017), 

which states that organizational culture influences the job satisfaction of employees.  

5.3 Job Satisfaction Mediates the Influence of Organizational Culture on Organizational Commitment 

Organizational culture does not have significant direct influence on organizational commitment. However, 

organizational culture will only influence organizational commitment through job satisfaction. Therefore, it can 

be concluded that job satisfaction fully mediates the influence of organizational culture on organizational 

commitment, and that organizational culture will only influence organizational commitment when the volunteers 

reach job satisfaction. Here, the role of the volunteer’s satisfaction is very important so that the strong 

organizational culture of SSC will be able to keep the volunteers as members of SSC organizational Malang.  

5.4 Volunteering Tenure Moderates the Influence of Organizational Culture on Organizational Commitment 

Volunteering tenure eventually does not strengthen or weaken the influence of organization culture on 

organizational commitment. Whether it is new or old volunteer, it will not strengthen or weaken the influence of 

organizational culture on organizational commitment. Even when it is analyzed by involving and not involving 

job satisfaction as the mediating variable of the influence of organizational culture on organizational 

commitment, volunteering tenure still does not strengthen or weaken the influence of organizational culture on 

organizational commitment. It is related to the psychological condition of the volunteers itself, whether they are 

new or old volunteers, everything starts from the individual call or will of the volunteers to help other people 

who need their help. They become volunteers in SSC organization because they want to be beneficial for other 

people 

6. Conclusions 

6.1 Theoretical and Practical Implications 

This study provides significant theoretical and managerial implications through testing associations and 

attempting to deliver a framework for organizational commitment of volunteers in nonprofit organization and its 

theoretically related job satisfaction. In this regard, it presents empirical evidence that organizational culture 

have positive effect on job satisfaction, but not significantly related to commitment. However, organizational 

commitment is indirectly affected by organizational culture through job satisfaction. Furthermore, volunteering 

tenure is not a moderating variable on the relationships of organizational culture - commitment and job 

satisfaction - commitment. Results of this study are contradictory to McKinnon et al. (2003); Zain et al. (2009); 

Al-Amin and Noerjimati (2010) study on the relationship of culture and organizational commitment, therefore, 
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further research could explore the effect of culture, along with job satisfaction as mediator on organizational 

commitment. The study is useful for understanding organizational culture, job satisfaction, and organizational 

commitment in non-profit organizations. 

At a policy level, the results of the study indicate that organizational culture can benefit from instituting policies 

and practices aimed at fostering job satisfaction. For example, policies aimed at providing the effective 

communication through formal and non-formal meetings between members of the organization, provide a sense 

of equity and equality for all volunteers, enhance empathy, and encourage the use of technology. Organizational 

commitment can be enhanced through job satisfaction. For example, policies aimed at improving job satisfaction 

by ensuring that members of the organization have a strong motive to work as volunteers. In addition, members 

of the organization need to be appreciated through personal development and training policies. 

6.2 Limitation of the Study  

The questionnaire of this research has not added open question items. It is suggested for the further research to 

add open question items in order to gain more detail information related to the observed variable. It is better for 

the further research to broaden the research object on other non-profit organizations. It is also suggested that the 

next research adds other variables such as involvement and organizational citizenship behavior into research 

model. 

6.3 Conclusions 

Organizational culture does not have direct influence on volunteer's organizational commitment. A strong 

organizational culture has not yet been able to directly increase volunteer’s commitment toward SSC 

organization Malang. Organizational culture influences the job satisfaction of volunteers, a strong organizational 

culture is able to increase the job satisfaction of the volunteers. Job satisfaction influences the organizational 

commitment of volunteers. Satisfied volunteers will be able to enhance their commitment toward organization. 

Job satisfaction fully mediates the influence of organizational culture on volunteer's organizational commitment. 

Organizational culture will be able to increase volunteer's commitment when it is able to enhance volunteer's job 

satisfaction. The volunteering tenure does not moderate or is not able to weaken or strengthen the influence of 

organizational culture toward the volunteer’s organizational commitment. 
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