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Abstract 

As concept of service orientation (SO) aimed to provide the best service in competitive 

environment has attained more attention among organizations, combination of SO with 

entrepreneurship can produce a jump towards qualified service and gaining competitive 

advantage and employees‟ positive feeling on their job more. However, this combination has 

received limited research attention. Thus, this paper is to investigate impact of three dimensions 

of SO combined with entrepreneurship namely servant entrepreneur leadership, employee's 

entrepreneurial empowerment and customer focus on job satisfaction (JS) and organizational 

citizenship behavior (OCB) in Tehran-Omid Entrepreneurship Fund. Data were collected 

through questionnaires. By drawing on data through questionnaires from 120 managers and 

experts working there, it is observed that unlike servant entrepreneur leadership, customer focus 
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has no positive effect on JS and OCB. Besides, employees' entrepreneurial empowerment has no 

impact on JS while it affects OCB. Finally the impact of JS and OCB was confirmed. 

 

Key words: entrepreneurial service orientation, servant entrepreneur leadership, employees' 

entrepreneurial empowerment, customer focus, job satisfaction, organizational citizenship 

behavior 

 

1. Introduction 

Nowadays, with the consumers gaining more and more expectation and having a variety of 

choices in the market, there is an excessively wide and complicated competition among 

companies in order to satisfy a large number of consumers 'demands by providing high-quality 

service. Since the concept of service orientation towards consumers is attaining more attention 

than ever, so service-oriented culture has been considered as one of the noticeable factors in 

organizations which as contextual feature affect service quality, customer satisfaction and 

employees‟ service performance (Borucki and Burke, 1999) to generate a competitive advantage 

in companies by enhancing organizational performance. Meanwhile, due to extensive changes, 

increasing complexity and competition through organizations, managers try to maintain and 

enhance success indicators in providing service. Thus, entrepreneurship as an approach for 

promoting service quality can be applied through service-oriented dimensions in order to 

promote success in competitive market more. In fact, organizations need to adopt 

entrepreneurship in the process of service orientation to improve the work environment and their 

performance. Thereby, the term of entrepreneurial service-orientation by the center of human 

capital becomes highlighted for organizations to achieve the organizational goals. Besides, 

increasing customer perception of service quality seems to affect the companies 'function by 

providing high-quality service (Sherriff T.K. Luk, Ken Lu and Ben Liu, 2013). Given the 

importance of human resources in relation to organizations‟ entrepreneurial service orientation, 

employees 'job satisfaction should not be ignored. Because employees have good interaction 

with customers providing that they are satisfied with their organizational condition. Generally 

speaking, there is a definite link between the service orientation program and employees‟ 

satisfaction (W.G. Kima et al, 2005). That is why, by enhancing job satisfaction (JS), employees 

become motivated to work beyond the basic requirements, duties and responsibilities of the job 
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without any expectation called organizational citizenship behavior (OCB) to benefit to the 

organization. In practice, OCB has  been viewed as the main result of job satisfaction in various 

researches (e.g. Foote, A. D. & Li-Ping Tang, T, 2007). To increase job satisfaction and 

organizational citizenship behavior (OCB), organizations need to not only promote service 

orientation, but also enhance the connection with customers. Thus, an adequate leadership, 

adequate employees' empowerment as prime premises that lead to high service performance are 

required.  

In this context, this research intends to ascertains the relationship between dimensions of service 

orientation focusing  entrepreneurship including servant entrepreneur leadership, employees' 

entrepreneurial empowerment and customer focus, as the main antecedent with job satisfaction 

and organizational citizenship behavior (OCB) through a sample of 120 managers and experts 

working in Tehran-Omid Entrepreneurship Fund. In following, the scope of the study is 

discussed, the general model in a structural equation modeling approach to determine the validity 

of the research‟s hypotheses is outlined, and formal hypotheses regarding relationships among 

the variables are proposed and tested. 

 

2. Literature Review  

 2.1. Service orientation 

Increasing importance of service orientation in organizations, a growing body of research on 

service transition is steadily implemented. Service is considered as a major factor for 

organizations exerting great influences on firm‟s performance in order to help companies to 

make more competitive products and effective processes (A. Guo et al., 2015). In accordance 

with the previous statement, described by Lytle and Timmerman (2006), service orientation is  

defined as “an organization-wide embracement of a basic set of relatively enduring 

organizational policies, practices, and procedures intended to support and reward service-giving 

behaviors that create and deliver service excellence” (P. Oliveira and Aleda V. Roth, 2012). 

Johnston, R. (2004) opines that service excellence means exceeding customers‟ expectation in 

order to satisfy them. It is presumed that service orientation is an effective communication 

between organizations‟ employees as internal customers that affects organizational performance 

by focusing on successful interactions with external customers through delivering high-quality 

service (Liang, R., Tseng, H. and Lee, Y., 2010; W.-J. Chen, 2016). In addition to the above, 
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entrepreneurship as the engine of improving performance in an organization can be added to SO 

dimensions. As various SO dimensions are argued in prior studies, the current paper is to discuss 

three of them concentrating entrepreneurship namely: 

 

1. Servant entrepreneur leadership  

2. Employee' entrepreneurial empowerment 

3. Customer focus 

 

2.1.1. Servant entrepreneur leadership 

“Servant leadership” concept as a core company value has been established by Robert Greenleaf 

in 1970 which expresses “The servant leader is a servant first”, And has become a topic of 

interest among leadership scholars and practices (Rachmawati, A. W. & Lantu, D. C., 2014).  

Since the essence of servant leadership relies on promoting the process of service orientation, it 

is argued that an entrepreneur leadership is essential to accomplish the entrepreneurial task. He 

can control resources and utilize creativity in order to identify entrepreneurial opportunities 

through employees as team works. In fact, employees due to service commitment and providing 

a great and effective service to the customers in order to obtain service excellence and fulfill 

their needs are required to use their specialized skills to enable the accomplishment of the 

entrepreneurial task (Ming-Huei Chen, 2007 ). Also a servant leader like a psychologist is able to 

modify employees‟ anxiety and stress during the process of service quality performance 

Therefore, he tries to persuade employees rather than make them act as he wants (Larry C. 

Spears, 2010). In the existent literatures, a number of features have been identified by some 

authors that will influence leadership to be considered effective such as stated by  Spears (1995): 

Listening, empathy, healing, awareness, persuasion, conceptualization, foresight, stewardship, 

building community (Larry C. Spears, 2010) and diligence, reliability, honesty, self-

management, effective listening, empowering, and directing (Q. Ling et al.,2015). In addition, 

leadership training programs in organizations can improve leadership behaviors and integrate 

them in daily work (Q. Ling et al., 2015). So that as  Buket Akdol and F. Sebnem Arikboga 

(2015) proposed, leaders „behavior as an integral factor can ensure employees for being truly 

cared and enhances job satisfaction in an organization. 
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2.1.2. Employee' entrepreneurial empowerment 

 Regarding the fact that human resources as the most important factor of a company plays a key 

role in providing desired service, thus,  it is required to be more noticed (Luftim CANIA, 2014).   

There is a growing body of literature that shows lack of authority to make their own work-related 

decisions and information among employees triggers customer dissatisfaction. Thus, frontline 

employees are required to  get enough authority, freedom  and support from the managers to 

prepare services while serving customers that leads an important issue namely employee 

empowerment. As Harvey (2006) state employee empowerment as a new technique which makes 

the employees proactive and self-sufficient, helps in mounting the performance of employees 

and organizations (Minhajul Islam UKIL, 2016). It is noticeable that all of the conditions for 

perfect employee empowerment are met whenever employees use their extraordinary ability to 

know work environment through appropriate perceptions of service training, rewards, and 

service standards communication in the organization (H. Ro, P.-J. Chen, 2011). That‟s why as  

Melhem (2004) indicates shortage of  employees „ information and job clarification for giving 

service to customers cause serious troubles in organizations(Minhajul Islam UKIL, 2016). 

However, as each organization has some creative employees who act entrepreneurially, 

increasing the feeling of freedom to them and developing the tendency to take responsibility 

motivate them to implement their entrepreneurial ideas so that help managers' decision-making 

and improving the organization (Mirela Alpeza, 2011). Above words led us to raise the term 

"entrepreneurial empowerment" that triggers entrepreneurship among employees. In fact, 

entrepreneurs dare to state their new ideas and involve in various actions. 

 

2.1.3. Customer focus 

Nowadays, customer-oriented firms aiming to obtain profit and competitive advantage are 

increasingly attempting on consumer‟s satisfaction as a core value in organizations (J.-N. Pan, 

H.T.N. Nguyen, 2015). In this case, Consideration over the importance of customer focus is 

becoming more intense day in, day out. Customer focus refers to employees‟ perception of 

customers „needs and fulfill their needs through interaction with them that stem from the 

management‟s commitment to quality service (W.G. Kima et al., 2005, S. Wuyts et al., 2014 ).  

This interaction means sharing information between customers and companies so that contribute 
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companies to not only figure out the customers‟ expectation  and need , but also evaluate if they 

can afford services (G. Alteren, A.A. Tudoran, 2015; U. K. Maurya et al., 2015). Sharing 

information requires customer participation as a co-worker that aids companies to know and use 

their customers‟ knowledge, skill and experience for providing superior service that leads to 

satisfying and retaining customers (M.Á. Revilla-Camacho et al, 2015). In addition, Prior studies 

indicate the increase in service-oriented behavior such as friendly service, timely service, accurate service 

and helpful service by frontline employees( Randall Schuler and Susan E. Jackson, 2014) is the main 

reason behind sales performance, quality perceptions from consumers, and customer satisfaction to gain 

competitive advantage (Q. Ling et al, 2015).besides, role of customer focus in increasing customer‟s 

loyalty and financial performance  is prominent (Laura Fink, 2014). 

 

2.2. Job satisfaction 

With respect to the fact that employees are the main factor in service companies, Job satisfaction 

has become an important issue for organizations. Oshagbemi (2000) has defined job satisfaction 

as „„individual‟s positive emotional reaction to particular job‟‟ (H. Nadiri, C. Tanova, 2010) that 

in accordance with Brayfield (1951) stems from employees „attitude (Lytle and Timmerman, 

2006). May-Chiun Lo and T. Ramayah, (2011) opine that Job satisfaction emerges from pay, 

promotional opportunity, task clarity and significance, and skills utilization, as well as 

organizational characteristics such as commitment and relationship with supervisors and co-

workers. Many studies confirm that satisfied employees are more intrigued to be involved with 

their duty to improve organizational performance through delivering service quality (Rachel 

W.Y et al, 2015). The premise behind it is that Managers should know that satisfied employees „ 

importance as a tool to increase organizational effectiveness cannot be  underscored, otherwise 

employees will not be committed to the organization and  look for it in another places (May-

Chiun Lo and T. Ramayah, 2011). Thus, job satisfaction makes employees motivated to stay and 

not quit their job (Halil.Nadiri, Cem. Tanova, 2010). 

 

2.3. Organizational citizenship behavior (OCB) 

Organizational citizenship behavior (OCB) has been one of the vast topics studied in 

organizational behavior researches (e.g. Moslem Salehi and Abbas Gholtash, 2011). 

Organizational citizenship behavior is defined as Employees „beneficial and admirable behaviors 
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which are beyond their expected responsibilities and duties in order to improve effective function 

in the organization (H. Nadiri, C. Tanova, 2010). Also, Organ (1988) describes OCB as a set of 

helpful, discretionary and extra-role behaviors exhibited by employees that are not directly or 

clearly recognized by the formal reward system and have an overall positive effect on the 

operation of the organization, also they cannot be enforced by the employment contract 

(Hassanreza Zeinabadi, 2010).  Halil.Nadiri, Cem. Tanova (2010) espoused the positive impact 

of OCB on customer loyalty, because gives rise to positive evaluation of service quality in 

customers „mind. As such, researchers and organizational leaders are interested in understanding 

factors linked to individual willingness to demonstrate OCB (Shafazawana et al., 2016). 

OCB is categorized into five following components- Altruism (helping behavior voluntarily), 

Sportsmanship (preventing from doing activities which may result in tension and synergistic 

atmosphere), Conscientiousness (organizational compliance), Civic Virtue (employees‟ 

participation in important matters within the organization) and Courtesy (consulting co- workers 

in order to avoid troubles to take place) (Alexandra Mihaela Popescu et al, 2015, Organ, 1988; 

1990; podsak off and et.al., 2000 ): 

 

Hypothesis development 

The research scope and general model lead us to propose following hypotheses regarding service 

orientation, job satisfaction and OCB. 

The argument that servant leadership is the important factor of job satisfaction has long been 

object of interest for management literature (E.M. Hunter et al, 2013; Hakan Erkutlu and Jamel 

Chafra, 2015). A few studies have proposed that servant leadership influences job satisfaction. 

For instance,  Buket Akdol and F. Sebnem Arikboga,( 2015) reported that leaders‟ behavior such 

as humility, authenticity and courage; forgiving employees for their mistakes; standing back and 

giving credit to others; making them responsible for the outcomes that are under their control 

result in job satisfaction. Furthermore, as estimated by S.M. Jensen and F. Luthans (2005),   the 

higher servant leaders perform qualified service to employees, the more employees step toward 

external services quality to customers.  In addition to above, OCB is influenced by servant 

leadership as well, so that L.F. Koning, G.A. Van Kleef (2015) confirmed that servant 

leadership‟s behavior such as happiness affects intention of extra work in employees. H. Nadiri, 

C. Tanova (2010) emphasized on fairness in leaders‟ behavior that leads to OCB. Although, a 
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review of the academic research literature introduce Servant leadership as an important 

dimension of  service orientation affecting employees, Servant entrepreneur leadership and its 

effect on  job satisfaction and OCB has received very little attention. In the light of the above 

explanation, in the current research, we propose the hypothesis following:  

H1. Servant entrepreneur leadership has a positive impact on job satisfaction.  

H2. Servant entrepreneur leadership has a positive impact on organizational citizenship behavior 

(OCB). 

Since job satisfaction is an affective factor in employees‟ functions, many authors have asserted 

relationship between employee empowerment and job satisfaction in the world, while they 

haven‟t taken employee's entrepreneurial empowerment into consideration enough. Many 

authors such as Karakoc and Yilmaz (2009) and Spreitzer  (1995) believe that since employee 

empowerment gives enough freedom to employees in order to do their job description, the 

degree of self- reliance improves and they try to deliver service to customers in a perfect way. 

And it leads to employees' job satisfaction and productivity because when there is lack of 

empowerment, employees don‟t belong themselves to organizations and are indifferent towards 

it (M. I. Ukil, 2016). Also Zuvarashe Judith Mushipe (2011) believes that there is a definite link 

between sharing power and information throughout employees in lower level with job 

satisfaction as well. However, Mills and Ungson (2003) suggest that organizations face many 

difficulties if they empower employees particularly in emergency situations (M. I. Ukil, 2016). 

As OCB can be driven from satisfied employees, F. Sargolzaei and A.A. keshtegar (2015) 

proposed that empowered employees are eager to help organizations more than job description. 

However, scholars hasn‟t focused on combination of entrepreneurship with Employee' 

empowerment and its effect on   job satisfaction and OCB while it can produce a jump to aims of 

an organization.  Therefore, the study is to investigate the following proposed hypotheses: 

 

H3. Employee's entrepreneurial empowerment has a positive impact on job satisfaction. 

H4.  Employee's entrepreneurial empowerment has a positive impact on organizational 

citizenship behavior (OCB). 
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A few previous researches have explored the relationship between customer focus and 

employees‟ job satisfaction and OCB. For example Y. Yi et al (2014) argued that high customer 

participation behavior develops employee commitment that leads to improvement in Customer 

satisfaction, and eventually, employee satisfaction emerges. Gonzalez and Garcia (2006) put 

forward that connection with customers by employees causes job satisfaction and OCB. 

Therefore, considering the above argument, following hypotheses are suggested: 

H5. Customer focus has a positive impact on job satisfaction. 

H6. Customer focus has a positive impact on organizational citizenship behavior (OCB). 

 

In light of empirical evidence, There are a wide range of studies indicating relationship between 

Job satisfaction and OCB (D. A. Foote and T. Li-Ping Tang , 2007). It is reasonable to suggest 

that job satisfaction would be positively related to OCB. Employees who are satisfied with 

his/her job generally are more stimulated to accomplish positive behavior, including OCBs 

(Hassanreza Zeinabadi, 2010; Mariela Pavalache-Ilie, 2014). Thus, according noted above, the 

hypothesis is suggested: 

H7. Job satisfaction has a positive impact on organizational citizenship behavior (OCB) 

 

Conceptual model: 

Based on the research presented in the literature review, a conceptual model is developed. The 

model postulates the relationship between three entrepreneurial dimensions of service orientation 

with job satisfaction and OCB and the effect of  job satisfaction on OCB. Indicated factors on the 

expression of the model are illustrated in figure 1. 
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Figure 1: Conceptual Model 

 

 

3. Methodology: 
 

A survey method was used to gather the information that was required in this study to examine 

the effect of entrepreneurial dimensions of SO on job satisfaction and organizational citizenship 

behavior (OCB) and the effect of  job satisfaction on OCB among 120 managers and experts of 

Tehran-Omid Entrepreneurship Fund. The core sample for the survey is drawn from a random 

sampling. This sampling method provided an equal chance to every employee in the company to 

be selected for the study. In order to collect data,  Padskaf„s Organizational citizenship behavior, 

Herzberg‟s Job satisfaction, Mulheim's employees' empowerment questionnaire related to 

customer and Taylor‟ servant leadership through five Likert scale, ranging from 1 (strongly 

disagree) to 5 (strongly agree) were used. For measuring the reliability of the questionnaires, the 

Servant 

entrepreneur 

leadership 

 

Employee 

entrepreneurial 

empowerment 
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Cronbach‟s alpha coefficient method was applied. The reliability coefficient was confirmed, 

since the result indicates that obtained Cronbach‟s alpha coefficient exceeds 0.7.  In order to 

analyze data, SPSS software was used. Multiple regressions and Pearson's correlation analyzes 

were applied for testing the hypotheses as well. Table 1 illustrates descriptive statistics and 

Cronbach alpha coefficient: 

 

 

 

Table 1: Descriptive statistics and validity coefficient 

 

 

 

 

 

 

 

 

4. Hypotheses Results 
 

In order to test the hypotheses, multiple regressions and correlation analyzes were employed. 

The result from the multiple regressions with job satisfaction as dependent variable is shown in 

Table 2. As Table 2 indicates the entrepreneurial dimensions of service orientation play a role in 

determining the level of job satisfaction in Tehran-Omid Entrepreneurship Fund. Among the 

three dimensions, Servant entrepreneur leadership is the only factor affecting job satisfaction due 

to the most positive impact (sig=.027). It means, the more it promotes, the higher job satisfaction 

tends to be. However, employees 'entrepreneurial empowerment and customer focus have no 

positive effect on job satisfaction.  

 

Table 2: Results from multiple regression on job satisfaction 

Variables  Mean  STD Cronbach alpha 

servant  

entrepreneur 

leadership 

2.30 0.955 0.815 

employees'  

entrepreneurial 

empowerment 

2.05 0.945 0.925 

customer focus 1.73 0.895 0.744 

job satisfaction 2.35 1.32 0.984 

organizational 

citizenship behavior 
2.98 0.954 

0.814 
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Coefficients
 a
 

 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 35.184 8.532  4.138 .020 

Servant 

entrepreneur 

leadership 

. -5.235 2.315 -.213 -2.277 .027 

employees' 

entrepreneurial 

empowerment 

5.625 2.442 .214 2.272 0.483 

Customer focus .369 4.346 .009 .087 .944 

a. Dependent Variable:  job satisfaction 

b. Adjusted R Square= .281  

c. R=.055 

 

The next thing to be tested is whether or not entrepreneurial dimensions of SO influence 

organizational citizenship behavior (OCB) shown in Figure 1. The results of the multiple 

regressions with OCB as the dependent variable is shown in Table 3. As Table 3 indicates 

servant entrepreneur leadership and employees' entrepreneurial empowerment have positive 

effect on OCB. Whereas, customer focus has no positive effect on OCB.  

 

Table3. Results from multiple  Regressions on OCB 

Coefficients
a
 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

2 (Constant) 38.373 9.627  3.985 .005 

Servant 

entrepreneur 

leadership 

-6.656 2.610 -.235 -2.560 .015 

employees' 

entrepreneurial 

empowerment 

1.979 2.757 .068 .718 .028 

Customer focus 5.519 4.907 .107 1.126 .272 
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a. Dependent Variable: organizational citizenship behavior (OCB) 

b. Adjusted R Square= .041 

c. R= .256 

 

Table 4 presents the Pearson correlation between the variables. As seen from the table and as 

expected by prior literature (Hassanreza Zeinabadi, 2010; Mariela Pavalache-Ilie, 2014), we 

observe high significant and positive correlation between job satisfaction and OCB. These high 

correlations indicate that job satisfaction might be an issue to improve organizational 

performance. We take this into account while discussing our results. Nevertheless, the 

correlation coefficients indicate that servant entrepreneur leadership and organizational 

citizenship behavior (OCB), employees' entrepreneurial empowerment and organizational 

citizenship behavior (OCB), servant entrepreneur leadership and job satisfaction variables are 

significantly correlated. And the rest of hypotheses are not supported. 

     
Table 4. Pearson correlation coefficients of all variables in study 

Correlations 

 

Service 

entrepreneur 

leadership 

Employees' 

entrepreneurial 

empowerment 

Customer 

focus 

Job 

satisfaction  OCB 

 Servant 

entrepreneur 

leadership 

 

Pearson Correlation 1 .085 .092 -.216
*
 -.185

*
 

Sig. (2-tailed)  .354 .320 .018 .044 

N 
120 120 120 120 120 

Employees' 

entrepreneurial 

empowerment 

Pearson Correlation .085 1 .272
**
 .076 .195

*
 

Sig. (2-tailed) .354  .003 .410 .033 

N 120 120 120 120 120 

Customer focus Pearson Correlation .092 .272
**
 1 .102 .046 

Sig. (2-tailed) .320 .003  .266 .616 

N 120 120 120 120 120 

Job satisfaction  Pearson Correlation -.216
*
 .076 .102 1 .672

**
 

Sig. (2-tailed) .018 .410 .266  .000 

N 120 120 120 120 120 

OCB Pearson Correlation -.185
*
 .195

*
 .046 .672

**
 1 

Sig. (2-tailed) .044 .033 .616 .000  
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N 120 120 120 120 120 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

In summary, the results of hypotheses are shown in table 5: 

 

Table 5: The Results 0f Hypotheses Test 

Hypotheses Result 

H1. Servant entrepreneur leadership has a positive impact on job satisfaction. 

 

supported 

H2. Employees' entrepreneurial empowerment has a positive impact on job 

satisfaction. 

Not 

supported 

H3. Customer focus has a positive impact on job satisfaction Not 

supported 

H4. Servant entrepreneur leadership has a positive impact on organizational 

citizenship behavior. 

supported 

H5. Employees' entrepreneurial empowerment has a positive impact on 

organizational citizenship behavior. 

supported 

H6. Customer focus has a positive impact on organizational citizenship behavior Not 

supported 

H7. Job satisfaction has a positive impact on organizational citizenship behavior. supported 

 

 

5. Discussion and conclusion 

To date, combination of service dimensions with the field of entrepreneurship has given 

relatively little research attention to how, and even if, they  impact the employees ' job 

satisfaction and OCB. By using the previous literatures,  this study as an initial step has  

greater focus on the linkages between entrepreneurial dimensions of service orientation 

with employees ' job satisfaction and OCB. first of all the current study provides a system 

framework on the impact of entrepreneurial dimensions of service orientation (Servant 

entrepreneur leadership, employees' entrepreneur empowerment and Customer focus) on 
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job satisfaction and OCB that contributes to expand literature by examining the current 

model.  In fact, this paper is to step forward advancing researches in this concept. The 

results of this study provide at least initial empirical support for the Servant entrepreneur-

leader that has a positive impact on job satisfaction. That's why a Servant entrepreneur 

leadership as an innovative servant does the best in order strengthen employees' abilities. 

This result is in consisted with  Buket Akdol and F. Sebnem Arikboga,( 2015),   that‟s 

why the more servant leadership is good at his job, employees are more satisfied. And it 

results to expanding organizational citizenship behavior (H. Nadiri, C. Tanova, 2010). 

Besides, Results confirm that employees' entrepreneurial empowerment has a positive 

impact on OCB that reveals that training and reward play significant roles in motivating 

employees to do extra- duties and it is in line with F. Sargolzaei and A.A. keshtegar's 

research (2015) that should be more noticed in   future studies discussing service 

orientation.  In contrast, surprisingly, the paper results that employees entrepreneurial ' 

empowerment does not result in job satisfaction. This study is not in line with Zuvarashe 

Judith Mushipe (2011) unlike Mills and Ungson (2003). Also the results do not support 

the impact of customer focus on job satisfaction and OCB that is opposite of Y. Yi et al 

(2014) and Gonzalez and Garcia (2006)‟s research. The last hypothesis is supported with 

many authors that indicate that satisfied employees cause OCB (Hassanreza Zeinabadi, 

2010; Mariela Pavalache-Ilie, 2014). 

 

 

1. Implications for future research 

In this research, only Tehran-Omid Entrepreneurship Fund was investigated, thus, the 

generalizability of the result is somewhat limited. So it is recommended that feature studies 

continue and extend the researches in line with the topic in different companies and compare 

them with the other conclusions. Besides, further experimental investigations are needed to 

estimate which factors fit more or less with service orientation and how to achieve them. 

Meanwhile, as mentioned before, combination of service orientation dimensions with 

entrepreneurship has not been taken into consideration in prior studies, therefore, additional 

researches are needed to better understand the association or effect of mentioned dimensions and 

even try to investigate other dimensions in line with entrepreneurship on job satisfaction and 
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OCB as well. Added to that, future researches can classify the current research model to detailed 

attributes to make it vast. 
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