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Abstract

This conceptual paper develops an integrative framework explaining the antecedents,
mediating mechanisms and outcomes of Organizational Citizenship Behaviour (OCB).
Grounded in Social Exchange Theory, the study synthesizes fragmented literature by linking
key organizational and individual factors Quality of Work Life (QWL), leadership styles,
Corporate Social Responsibility (CSR), emotional intelligence, organizational support, HRM
practices and personal development to OCB through the mediating role of job satisfaction. The
framework posits that favourable organizational conditions foster positive employee attitudes,
which in turn encourage discretionary behaviours that enhance organizational effectiveness.
OCB is further positioned as a strategic mechanism influencing employee performance,
retention and organizational effectiveness. By integrating diverse streams of research, this
paper addresses the lack of unified models in OCB literature and provides a comprehensive
foundation for future empirical validation.
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1.0 Introduction

Modern organizations operate in an environment characterized by high dynamism and
complexity. In such conditions, merely fulfilling formal job roles is often insufficient for
organizational survival and growth. To achieve effectiveness and sustainability, organizations
increasingly rely on employees to go beyond prescribed duties. These extra-role behaviours are
discretionary, based on individual judgment, and are neither formally recognized nor directly
rewarded.

In today’s competitive landscape, organizations continuously seek ways to maximize employee
contributions. Their effectiveness largely depends on efforts that extend beyond formal role
requirements. In this context, Organizational Citizenship Behaviour (OCB) has emerged as a
critical construct in organizational behaviour literature.

OCB was first introduced by Organ to describe voluntary employee behaviors that are not
formally required but contribute to organizational functioning (Bateman & Organ, 1983). It
includes actions that help coworkers and promote organizational effectiveness without explicit
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rewards. Organ (1988) further identified key dimensions of OCB, including altruism,
conscientiousness, sportsmanship, and courtesy.

In essence, OCB refers to discretionary employee behaviours that are not part of formal job
requirements but collectively enhance organizational effectiveness. It encompasses dimensions
such as altruism, conscientiousness, sportsmanship, courtesy, and civic virtue. Over time, OCB
research has expanded significantly, linking it with leadership styles, job satisfaction,
organizational commitment, employee engagement and overall performance.

The relevance of OCB is particularly evident in modern organizations characterized by flatter
structures, teamwork and knowledge-based work. In such environments, employees’
willingness to exceed formal responsibilities improves coordination, reduces friction and
enhances adaptability. Additionally, OCB has been associated with increased productivity,
higher employee morale and improved customer satisfaction.

Despite extensive research, there remains a need for integrative frameworks that
simultaneously consider multiple psychological and organizational variables influencing OCB.
Addressing this gap, the present conceptual paper aims to propose a comprehensive model
examining the interplay between key antecedents and consequences of OCB, while identifying
directions for future research.

2.0 Review of literature

2.1 Conceptualization of OCB

Organizational Citizenship Behaviour (OCB) has attracted significant scholarly attention due
to its critical role in enhancing organizational effectiveness and sustainability. It is commonly
conceptualized as extra-role behaviour that goes beyond formal job requirements and is not
directly recognized by formal reward systems, yet contributes positively to organizational
functioning (Smith et al., 1983; Tambe, 2014). Often referred to as the “good soldier
syndrome,” OCB reflects employees’ voluntary willingness to support colleagues and the
organization (Organ, 1988).

Early conceptualizations of OCB emphasized its multidimensional nature. Organ (1988)
identified five core dimensions: altruism, conscientiousness, sportsmanship, courtesy, and civic
virtue. Building on this framework, Graham (1991) proposed additional dimensions, including
interpersonal helping, individual initiative, personal industry, and loyal boosterism, thereby
expanding the scope of OCB to include both individual- and organization-oriented behaviours.
Further classification by Williams and Anderson (1991) distinguished between OCB directed
toward individuals (OCBI) and OCB directed toward the organization (OCBO), providing a
clearer analytical distinction.

Subsequent research has continued to refine the dimensionality of OCB. Podsakoff et al. (2000)
emphasized key components such as helping behaviour, civic virtue and sportsmanship, while
Farh et al. (2004) identified both universal and context-specific dimensions, including taking
initiative, promoting organizational image, self-development and maintaining interpersonal
harmony. These developments highlight the evolving and context-dependent nature of OCB
across different organizational and cultural settings.

© 2026, IJSREM | https://ijsrem.com | Page 2



https://ijsrem.com/

l_‘,_‘y ‘3;\‘
; .
@-ey International Journal of Scientific Research in Engineering and Management (I[JSREM)

w Volume: 10 Issue: 04 | April - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

2.2 Antecedents of OCB

Given its discretionary nature, a substantial body of research has focused on identifying the
antecedents of OCB. Among these, Quality of Work Life (QWL) has emerged as a significant
predictor. Empirical evidence consistently indicates a positive relationship between QWL and
OCB across various sectors. For instance, studies among teachers and healthcare professionals
have demonstrated that improved QWL significantly enhances employees’ engagement in
citizenship behaviours (Darwin et al., 2022; Zurahmi et al., 2019; Ruhana, 2019). Similarly,
research in academic settings has found that QWL positively influences specific OCB
dimensions such as altruism and conscientiousness (Nair, 2013).

Further studies suggest that QWL not only directly affects OCB but also indirectly enhances
employee performance through OCB as a mediating variable (Anma et al., 2021). Additional
empirical investigations across different contexts consistently confirm the positive association
between QWL and OCB (Pio & Lengkong, 2020; Deniz & Gokhan, 2021; Ulfa et al., 2021;
Hidayah & Hendarsjah, 2021; Susilawati et al., 2021; Sumarsi & Rizal, 2021). Collectively,
these findings suggest that supportive and enriching work environments foster higher levels of
discretionary employee behaviour.

Beyond QWL, the literature identifies a wide range of predictors influencing OCB. These
include Corporate Social Responsibility (CSR), transformational and ethical leadership,
emotional intelligence, perceived organizational support, fair interpersonal treatment, human
resource management practices, and opportunities for personal development. Empirical studies
consistently demonstrate that these factors significantly enhance employees’ willingness to
engage in extra-role behaviours (Ehigie & Otukoya, 2005; Gao & He, 2017; Jain, 2015; Khalili,
2017; Pohl et al., 2019; Yang et al., 2018).

2.3 Mediating Role of Job Satisfaction

Job satisfaction acts as a key attitudinal mechanism translating organizational conditions into
behavioural outcomes. Employees experiencing higher satisfaction are more likely to exhibit
OCB.

A central contribution of this model is the positioning of Job Satisfaction as the pivotal
mediator. The framework suggests that a supportive environment—characterized by ethical
leadership, developmental opportunities, and positive HRM practices—directly enhances an
employee’s level of job satisfaction. Consistent with findings by Nadiri and Tanova (2010),
this elevated attitudinal state acts as the conduit through which organizational investments are
translated into behavioral outcomes. Consequently, job satisfaction serves as the vital pathway
linking antecedents to the manifestation of OCB (Pordevi¢ et al., 2021).

2.4 Outcomes of OCB

OCB contributes to:
< Employee performance
< Organizational effectiveness
< Strategic adaptability

% Reduced turnover intentions
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Finally, the model demonstrates that OCB serves as a strategic asset. By facilitating intra-
organizational cooperation and optimizing operational efficiency, OCB contributes to:

a) Organizational Performance: Through improved collective effort (Pordevi¢ et al.,
2021).

b) Strategic Effectiveness: By aligning individual behaviours with organizational goals.

¢) Retention: By lowering turnover intentions through a stronger sense of organizational
belonging (Pordevi¢ et al., 2021).

2.5 Hypotheses Development

Antecedents — Job Satisfaction

HI1: Quality of Work Life (QWL) has a positive effect on job satisfaction.
Quality of Work Life reflects employees’ perceptions of their physical and psychological work
environment, including work—life balance, job security and well-being. Drawing on Social
Exchange Theory, favourable work conditions are perceived as organizational investments in
employee welfare, prompting positive attitudinal responses. When employees experience
supportive and enriching work environments, they are more likely to develop higher levels of
job satisfaction as a form of reciprocal response. Empirical studies consistently affirm that
improved QWL enhances satisfaction by reducing stress and increasing engagement.

H2: Transformational and ethical leadership positively influence job satisfaction.
Transformational and ethical leadership styles foster trust, fairness and value alignment within
organizations. According to Social Exchange Theory, leaders who demonstrate integrity,
support and inspiration create high-quality relational exchanges, leading employees to respond
with positive attitudes. Ethical leadership further reinforces perceptions of justice and moral
legitimacy, which are critical drivers of job satisfaction. Employees under such leadership are
more likely to feel valued and motivated, thereby enhancing their satisfaction levels.

H3: Corporate Social Responsibility (CSR) positively affects job satisfaction.
CSR initiatives enhance employees’ perception of organizational prestige and ethical standing.
From a social identity and social exchange perspective, employees derive psychological
benefits from being associated with socially responsible organizations. This perceived
organizational virtue fosters pride and meaningfulness in work, which translates into higher
job satisfaction. Additionally, CSR signals organizational support for broader societal well-
being, strengthening employees’ emotional attachment and satisfaction.

H4: Emotional intelligence positively influences job satisfaction.
Emotional intelligence enables individuals to perceive, regulate and manage emotions
effectively in workplace interactions. Employees with higher emotional intelligence are better
equipped to handle stress, resolve conflicts and maintain positive relationships. From a
psychological resource perspective, emotional intelligence enhances individuals’ capacity to
derive satisfaction from their work environment. Consequently, emotionally intelligent
employees are more likely to experience higher job satisfaction due to improved interpersonal
dynamics and emotional stability.

HS5:  Perceived  organizational  support  positively  affects job  satisfaction.
Perceived Organizational Support (POS) reflects employees’ beliefs regarding the extent to
which the organization values their contributions and cares about their well-being. Rooted in
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Social Exchange Theory, high levels of POS create an obligation to reciprocate through
positive attitudes. When employees feel supported and appreciated, they experience greater
emotional fulfilment, leading to increased job satisfaction. Empirical evidence consistently
highlights POS as a strong predictor of employee satisfaction.

H6: HRM practices and personal development opportunities positively influence job
satisfaction.

Effective HRM practices, including training, performance appraisal and career development
opportunities, signal organizational investment in employee growth. According to Social
Exchange Theory, such investments foster perceptions of fairness and long-term commitment,
enhancing employee satisfaction. Personal development opportunities further contribute to
self-efficacy and career progression, which are key determinants of job satisfaction. Employees
are more likely to feel fulfilled when organizations actively support their professional growth.

Job Satisfaction — OCB

H7: Job satisfaction positively influences Organizational Citizenship Behaviour.
Job satisfaction represents a positive emotional state resulting from work experiences.
According to Social Exchange Theory, satisfied employees are more inclined to reciprocate
favourable treatment through discretionary behaviours such as OCB. Additionally, the
Attitude—Behaviour framework suggests that positive job attitudes translate into constructive
workplace behaviours. Employees who are satisfied with their jobs are more willing to go
beyond formal requirements, engaging in helping behaviours and organizational support
activities.

Direct Antecedents — OCB

HS8: Organizational and individual antecedents (QWL, leadership, CSR, EI, POS, HRM
practices) have a direct positive effect on OCB.
Beyond indirect effects through job satisfaction, these antecedents also exert direct influence
on OCB. Social Exchange Theory posits that when employees perceive favourable
organizational conditions, they reciprocate not only through attitudes but also through
behaviours. For instance, supportive leadership, high QWL and strong organizational support
directly encourage employees to engage in discretionary actions that benefit the organization.
Similarly, emotional intelligence enhances interpersonal helping behaviour, while CSR fosters
organizational pride, both directly contributing to OCB.

OCB — Organizational Outcomes

HO: Organizational Citizenship Behaviour positively influences employee performance and
organizational effectiveness.

OCB enhances organizational functioning by improving cooperation, coordination, and
efficiency. From a resource-based perspective, OCB acts as an intangible asset that strengthens
organizational capabilities. Employees engaging in OCB contribute to smoother workflows,
reduced conflicts, and enhanced team performance, which collectively improve overall
organizational effectiveness. Empirical literature consistently demonstrates that OCB is
positively associated with both individual performance and organizational outcomes.

H10: Organizational Citizenship Behaviour negatively influences turnover intentions.
OCB fosters stronger psychological attachment between employees and the organization.
According to Social Exchange Theory, employees who actively engage in extra-role
behaviours develop deeper relational ties and a sense of belonging. This increased attachment
reduces the likelihood of withdrawal behaviours such as turnover intentions. Furthermore,

© 2026, IJSREM | https://ijsrem.com | Page 5



https://ijsrem.com/

Fosnend
um& International Journal of Scientific Research in Engineering and Management (I[JSREM)
w Volume: 10 Issue: 04 | April - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

employees who invest effort beyond formal roles are more likely to identify with organizational
goals, thereby decreasing their intention to leave.

3.0 WHY OCB ULTIMATELY MATTERS

While prior research has extensively explored the antecedents of Organizational Citizenship
Behaviour (OCB), understanding its outcomes is equally essential to establish its overall
significance. As a form of discretionary behaviour that extends beyond formal job
requirements, the value of OCB lies in its ability to generate positive outcomes at the
individual, group, and organizational levels. Examining these outcomes provides a strong
rationale for organizations to encourage and invest in such behaviours.

Empirical evidence consistently demonstrates that OCB plays a crucial role in enhancing
employee and organizational performance. Studies have shown that OCB significantly
contributes to employee performance, even when considered alongside factors such as
remuneration and job satisfaction (Augustiningsih, 2016). Similarly, organizational
performance has been found to be positively influenced by OCB in conjunction with
organizational culture, job satisfaction, and organizational commitment (Purnama, 2013).
Further, OCB has been identified as a key mediating mechanism through which job satisfaction
and organizational commitment translate into improved employee performance (Farisi, 2021).

These findings are reinforced across diverse contexts. Research in educational settings
indicates a direct and positive relationship between job satisfaction, organizational
commitment, OCB, and performance outcomes (Hidayat, 2020). Additionally, OCB has been
found to simultaneously enhance job satisfaction and employee performance (Lestari & Ghaby,
2018). A wide range of studies further corroborate the consistent positive impact of OCB on
employee outcomes and overall organizational effectiveness (Dyah et al., 2016; Hidayah &
Harnoto, 2018; Kharisma et al., 2022; Kartiko et al., 2023; Purwanto, 2020).

Beyond performance-related outcomes, OCB also plays a significant role in shaping employee
attitudes and retention. Evidence suggests that higher levels of OCB are associated with
reduced turnover intentions, as employees engaging in such behaviours tend to develop
stronger psychological attachment to the organization (Coyne & O’Neill, 2007). Moreover,
OCB contributes to strategic effectiveness by fostering cooperation, enhancing coordination,
and enabling greater organizational adaptability in dynamic environments (Thomas et al.,
2019).

Overall, the literature establishes OCB as a critical behavioural mechanism linking various
organizational antecedents—such as Quality of Work Life (QWL), leadership styles, Corporate
Social Responsibility (CSR), emotional intelligence, organizational support, HRM practices,
and personal development—with key outcomes including employee performance, job
satisfaction, organizational effectiveness, and reduced turnover intentions. However, despite
extensive empirical support, existing research remains fragmented, with limited integrative
frameworks that simultaneously capture these relationships. This gap highlights the need for a
comprehensive conceptual model that explains the underlying mechanisms connecting
antecedents, OCB, and organizational outcomes.

© 2026, IJSREM | https://ijsrem.com | Page 6



https://ijsrem.com/

l_‘,_‘y ‘3;\‘
; .
@-ey International Journal of Scientific Research in Engineering and Management (I[JSREM)

w Volume: 10 Issue: 04 | April - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

4.0 THEORETICAL FOUNDATION

The proposed conceptual framework is grounded in Social Exchange Theory (Blau, 1964),
which posits that relationships within organizations are based on reciprocal exchanges between
employees and the organization. According to this perspective, when employees perceive
favourable treatment, support and fairness from their organization, they develop a sense of
obligation to reciprocate through positive attitudes and behaviours.

In the context of this study, organizational and individual factors such as Ethical and
Transformational Leadership, Corporate Social Responsibility (CSR), Emotional Intelligence,
Organizational Support, HRM practices, personal development and Quality of Work Life
(QWL) represent valuable resources provided by the organization. These factors enhance
employees’ work experiences and foster trust, perceived fairness and psychological attachment.

As a result, employees are more likely to reciprocate through Organizational Citizenship
Behaviour, engaging in voluntary, extra-role actions that contribute to organizational
effectiveness. Furthermore, job satisfaction serves as a key attitudinal mechanism in this
exchange process, mediating the relationship between organizational conditions and employee
behaviour.

Thus, Social Exchange Theory provides a robust and comprehensive foundation for explaining
how multiple antecedents influence OCB, which in turn drives important organizational
outcomes such as enhanced performance, improved strategic effectiveness and reduced
turnover intentions.

The Role of QWL and Social Exchange

QWL represents a holistic organizational factor reflecting employees' perceptions of their work
environment. Grounded in Social Exchange Theory (Blau, 2017; Cropanzano & Mitchell,
2005), the framework posits that when employees perceive that the organization is committed
to their well-being, they feel compelled to reciprocate. This perceived support fosters a
psychological contract that encourages employees to engage in discretionary, extra-role
efforts—collectively defined as OCB—that transcend their formal job requirements
(Cropanzano & Mitchell, 2005).

5.0 CONCEPTUAL FRAMEWORK

Building upon identified gaps in the literature, this study proposes an integrated conceptual
framework that elucidates the mechanism linking the antecedents of Organizational Citizenship
Behaviour (OCB) to its organizational consequences. While previous research has separately
examined the influence of Quality of Work Life (QWL) on OCB and the impact of OCB on
performance (Pordevi¢ et al., 2021; Tharikh et al., 2016), there is a need for a unified model
that connects these relationships. This study addresses this gap by synthesizing diverse
predictors—specifically Ethical and Transformational Leadership (Bass, 1985; Majeed et al.,
2017), Corporate Social Responsibility (CSR), Emotional Intelligence (Goleman, 1998;
Majeed et al., 2017), Organizational Support (Cropanzano & Mitchell, 2005), HRM Practices,
and Personal Development—with OCB and key performance outcomes, while establishing Job
Satisfaction as the primary mediating variable.
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6. 0 DISCUSSION

The proposed integrative framework elucidates the mechanism linking organizational and
individual antecedents to OCB and subsequent performance outcomes. By synthesizing
insights from existing literature, the model demonstrates how favourable work conditions
translate into discretionary employee behaviours (Organ et al., 2006). The findings highlight
that QWL, leadership styles, CSR, emotional intelligence, organizational support, and HRM
practices act as critical drivers of OCB. These relationships are rooted in Social Exchange
Theory (Blau, 2017), where the provision of a supportive environment cultivates a sense of
obligation, leading employees to reciprocate through extra-role performance (Cropanzano &
Mitchell, 2005).

7. 0 Managerial Implications

This study contributes to the literature by offering a holistic perspective on OCB. Unlike prior
studies that have examined predictors in isolation, this integrated model demonstrates how a
constellation of organizational and individual factors collectively fosters citizenship
behaviours. By extending the application of Social Exchange Theory, the framework illustrates
how organizational practices function as essential resources that shape employee attitudes
(Cropanzano & Mitchell, 2005). Additionally, by formally linking OCB to strategic
effectiveness and turnover intentions, the study provides a comprehensive view of its functional
value within modern, evolving organizational settings (Pordevic et al., 2021).
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8. 0 Limitations

As a conceptual study, this framework faces inherent limitations. Primarily, the model has not
been empirically validated, meaning the proposed causal paths remain theoretical.
Furthermore, the model does not account for all potential exogenous variables, such as external
economic conditions or specific individual personality traits, which may influence OCB
(Podsakoff et al., 2000). Finally, the framework assumes a generalized organizational context,
potentially overlooking the significant influence of industry-specific nuances or cultural
variations.

9.0 Conclusion

This paper develops a comprehensive framework exploring the antecedents and consequences
of OCB. By integrating diverse variables into a unified model, the study highlights how a
positive work environment fosters favourable attitudes that extend beyond formal duty. In
conclusion, the proposed framework serves as a foundation for future empirical research,
offering a roadmap for managers to design interventions that enhance employee satisfaction
and organizational effectiveness.

10. Future scope of research

Given the conceptual nature of this study, future research should focus on empirical validation
using primary data across diverse industries and cultural contexts. Researchers might explore
the role of additional moderating variables, such as organizational culture and employee
personality traits, to further refine the model (Organ et al., 2006). Finally, comparative studies
focusing on generational cohorts could provide valuable insights into how evolving employee
expectations influence the manifestation of OCB in contemporary, diverse workplaces.
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