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ABSTRACT :

Organizational citizenship behavior (OCB) is a broad field of organizational research that focuses on cooperation, workplace relationships, organizational
effectiveness, and the conditions that encourage employees to contribute beyond formal task requirements. It began as a relatively focused idea about
discretionary employee contributions. Two significant review treatments of OCB are combined in this conceptual study: Organ's analysis of current trends and
advancements and Jahangir, Akbar, and Haq's investigation of the nature and causes of OCB. The current article unifies the two viewpoints into a unified
framework instead of presenting them as distinct accounts. The synthesis examines the fundamental aspects of citizenship behavior, such as altruism and
conscientiousness, and explains how it relates to prosocial conduct and contextual performance.sportsmanship, civility, and civic virtue, and classifies antecedents
into categories linked to attitudes, relationships, justice, roles, dispositions, and motivation. The review also takes into account the relationship between OCB and
both individual and organizational effectiveness, the impact of culture, the increasing focus on voice, and possible drawbacks such exhaustion, role growth, and
job overload. According to the analysis, OCB is best understood as a pattern of contributions that is context-sensitive and supports the social and psychological
circumstances in which formal labor is carried out. Therefore, future research should focus more on cultural variation, within-person changes, longitudinal
designs, diverse data sources, and the potential for both positive and negative outcomes from citizenship activity.

Key words: Contextual performance, work satisfaction, organizational fairness, leadership, organizational commitment, employee conduct,
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1. Overview

Organizations rely on more than only the fulfillment of officially designated tasks. Additionally, workers share knowledge, help coworkers, encourage
new hires, voice concerns, take part in organizational events, and safeguard the standard of the workplace. These contributions can influence how well
the formal system functions even though they might not always be included in formal job descriptions. The necessity to acknowledge this wider area of
workplace involvement led to the development of the literature on organizational citizenship behavior. While Organ (2018) situates the concept within
a wider intellectual history including informal cooperation and spontaneous contributions in the workplace, Jahangir et al. (2004) define OCB as
discretionary workplace conduct that goes beyond essential job requirements.
An earlier discussion concerning the connection between job satisfaction and performance was directly linked to the establishment of OCB. Early
studies frequently discovered weak correlations between traditional measures of individual productivity and satisfaction. According to Organ's
conceptual work, the effects of pleasure may be more apparent in discretionary contributions like supporting customers, helping coworkers, maintaining
consistent attendance, and helping new hires than in specific output metrics (Organ, 2018). By acknowledging that behaviors that maintain the social
context of work play a role in organizational functioning, this change expanded the definition of performance.
However, the OCB literature has never been entirely consistent. Scholars have disagreed over its dimensional structure and definition. boundaries with
prosocial conduct and contextual performance, as well as the systems that support it. According to Jahangir et al. (2004), research has gathered a
number of predictors, but it hasn't always produced a cohesive explanation for why citizenship behavior takes place. Reviewing later developments,
Organ (2018) likewise emphasizes the significance of happiness, justice, personality, culture, and exchange relationships while highlighting new
challenges including voice, identity, and the potential costs of excessive citizenship.
Therefore, the goal of this article is to combine these complementary viewpoints into a logical conceptual explanation. Four main questions are
addressed in the review: What is OCB, and how has the concept evolved? What shapes does civic behavior take? What organizational and personal
circumstances are connected to it? What implications and potential avenues for further research are suggested by the literature? The final framework is
meant to assist scholars who want to investigate OCB as a multifaceted, context-dependent organizational phenomena.
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2. Organizational Citizenship Behavior Conceptual Underpinnings

OCB's origins predate the acronym itself. The desire of individuals to offer collaborative effort to an organizational system was highlighted by Barnard
(1938). Additionally, spontaneous and collaborative contributions were acknowledged by Katz and Kahn (1966, 1978) as essential to the operation of
organizations. These concepts created a crucial contrast between the voluntary actions that support the larger social structure and the completion of
technical tasks. Later, Organ combined these concepts into the OCB construct. The satisfaction-causes-performance controversy influenced the
development of Organ's concept. The main realization was that traditional productivity metrics could miss significant effects of employee attitudes.
Effectiveness can be increased without looking like traditional productivity by helping a coworker solve a problem, supporting a new employee,
upholding orderly work procedures, or actively helping clients. In this way, OCB broadened the range of criteria utilized to assess worker performance
(Organ, 2018).
Furthermore, Jahangir et al. (2004) demonstrate that OCB should not be limited to a particular act or isolated type of assistance. Extra-role activity,
prosocial organizational behavior, and contextual performance have all been linked to the multidimensional construct. Although these adjacent
constructions overlap, they are not always interchangeable. While contextual performance concentrates on actions that support the organizational,
social, and psychological environment, prosocial behavior covers a wide social domain, and OCB is particularly concerned with workplace citizenship
contributions (Jahangir et al., 2004; Organ, 2018).
The distinction between in-role and extra-role activity is a persistent conceptual problem. As job requirements, organizational standards, and role
definitions evolve, so too may what is deemed discretionary. As a result, Organ's subsequent work shifted toward a clearer conception that avoids
basing the definition solely on whether a supervisor deems a behavior to be technically obligatory. Because modern employment often involve flexible
tasks, teamwork, and informal expectations, this issue is still crucial.

3. OCB's Dimensions and Forms

OCB's dimensionality has changed as a result of conceptual and empirical research. Early studies found that altruism and generic compliance as
overarching classifications. Altruism, conscientiousness, sportsmanship, civic virtue, and civility were the five types that were typically defined in later
formulations (Jahangir et al., 2004). Although factor-analytic investigations have not always replicated the identical structure, these categories offer a
helpful organizing framework.

3.1 Selflessness

Discretionary aid given to specific people is referred to as altruism. Helping a coworker who is having trouble at work, supporting a new hire, or freely
lending time and expertise are a few examples. Its organizational significance stems in part from the fact that one-on-one support can lower barriers to
task completion and improve interpersonal cooperation. Therefore, by promoting the functioning of the larger work group, helpful behavior might have
benefits that go beyond the current interaction.

3.2 Attention to detail

Conscientiousness is the ability to consistently and meticulously adhere to organizational standards above and beyond the bare minimum. Reliability,
effective use of labor time, and voluntary adherence to standards are a few examples. Its objective is not always another person, in contrast to altruism.
Its contribution is more widespread: regular self-control can promote group productivity and lessen preventable disruptions.

3.3 Good sportsmanship

Sportsmanship is the ability to put up with everyday challenges without being overly critical or disruptive. The concept does not imply that workers
should keep quiet about real issues. Instead, it is about how much organizational attention is consumed by routine disappointments. Employees can free
up more time and energy for productive work when they productively handle small annoyances (Jahangir et al., 2004). 3.4 Politeness
Being courteous entails taking steps to avoid interpersonal and professional issues before they arise. Misunderstandings and poor coordination can be
decreased by giving prior information, reminders, explanations, or suitable warning. Thus, courtesy links OCB to anticipatory coordination and high-
quality communication. Its benefit is especially apparent in interdependent labor, where actions made by one person may have an impact on the work of
others.

3.5 civic virtue

Responsible involvement in the organization's operations is a component of civic virtue. Participating in committees, attending organizational events,
staying up to date on organizational matters, and voicing constructive concerns about the organization's operations are a few examples. Civic virtue
emphasizes the employee's engagement with the business as a whole and goes beyond one-on-one assistance. The literature does not support
recognizing these five categories as generally independent dimensions, despite their widespread use. In addition to research pointing to a more cohesive
concept, Jahangir et al. (2004) present evidence for two-factor structures incorporating organization-directed and individual-directed citizenship.
Additionally, Organ (2018) points out the expansion of study on particular forms, such employee voice. As a result, context, measurement technique,
and cultural surroundings may all influence the proper dimensional structure.



International Journal of Research Publication and Reviews, Vol (7), Issue (9), September (2026), Page – 3754-3759 3756

4. Organizational Citizenship Behavior Antecedents

The fact that OCB has multiple causes is one of the most compelling aspects that emerged from the two examined publications. The antecedents of job
satisfaction and commitment, role perceptions, leadership and leader-member interchange, fairness judgments, individual dispositions, and motivational
processes are arranged by Jahangir et al. (2004). Cultural environment, personality, emotion, stress, organizational support, and interchange viewpoints
are all included by Organ (2018). When taken as a whole, these results imply that OCB arises as a result of interactions between employees' perceptions
of their jobs and their interactions with other individuals and organizations.

4.1 Contentment at Work

In the past, one of the most reliable attitudinal indicators of OCB has been job satisfaction. The idea that enjoyment might manifest itself more strongly
through discretionary contributions than through traditional task productivity served as one of the driving forces for early OCB research. While Organ
(2018) examines data demonstrating that satisfaction has a stronger correlation with citizenship behavior than with specific job productivity metrics,
Jahangir et al. (2004) point out that early research showed satisfaction as a significant predictor. This does not imply that contentment automatically
results in OCB; rather, positive work attitudes might offer a crucial relational and motivational framework for discretionary contribution.

4.2 Dedication to the Organization

Attachment to the organization and acceptance of its objectives are examples of affective organizational commitment. Employees who sense a
psychological connection to their company may be more motivated to go above and beyond the minimum criteria because citizenship conduct is not
primarily dependent on formal rewards. According to Jahangir et al. (2004)'s evaluation of the literature, commitment and satisfaction are significant
antecedents of attitude.

4.3 Fairness and Justice in Organizations

Another important cause for citizenship activity is views of fairness. Workers assess the fairness of procedures, the distribution of rewards, and the
appropriateness of the information and treatment they get. While Organ (2018) addresses data linking distributive, procedural, and informational justice
to citizenship behavior, Jahangir et al. (2004) indicate favorable connections between justice beliefs and OCB. Therefore, justice may function through
both emotive reactions to the workplace and cognitive assessments of treatment.

4.4 Leadership and Leader-Member Communication

OCB is impacted by leadership not just by a specific leadership title but also by the nature of the connection between managers and staff. According to
Jahangir et al. (2004), fairness-related leadership conduct, admiration for performance, and leader-member exchange (LMX) are important factors.
Similar to this, Organ (2018) talks about exchange-based explanations, in which workers give discretionary contributions in response to fair and
encouraging treatment. Therefore, the relationship between a supervisor and an employee can serve as a significant social basis for civic engagement.

4.5 Role Ambiguity, Role Conflict, and Role Clarity

OCB may be aided or hindered by the role environment. While role conflict and ambiguity might weaken citizenship behavior, role clarity and role
facilitation are linked to increased readiness to contribute (Jahangir et al., 2004). This association makes sense since discretionary contribution
necessitates a psychological and temporal capacity that goes beyond the immediate uncertainty of performing a basic task. Extra-role contribution may
become more challenging when workers are unclear about priorities or encounter conflicting requests. 4.6 Personal Attitudes
Although personality has gotten a lot of attention, its importance shouldn't be exaggerated. While Organ (2018) points out that personality can explain
further variance beyond job satisfaction in some research, Jahangir et al. (2004) evaluate data involving conscientiousness, agreeableness, and
emotional inclinations. However, personality results have not always been reliable. This lends credence to a balanced perspective in which dispositions
may influence, but do not entirely dictate, the likelihood or style of citizenship conduct.

4.7 Inspiration

Motivational viewpoints highlight the variety of reasons why workers might act in a civic manner. The research reviewed by Jahangir et al. (2004)
covered internalized objectives, self-concept processes, instrumental factors, and intrinsic motives. This viewpoint clarifies why it seemsFor various
employees, similar citizenship activities may mean different things psychologically.

4.8 Social Context and Culture

It is not reasonable to presume that OCB has the same meaning in every society. Organ (2018) discusses studies that demonstrate cultural differences in
the substance and correlates of citizenship behavior, including studies carried out in China and cross-national comparisons. Citizenship may have more
hierarchical or peer-group components in collectivist or high-power-distance contexts. Therefore, cultural norms can influence what activities are seen
as expected, discretionary, or virtuous.
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The collective data points to an integrated antecedent model: role conditions influence the ability to contribute; leadership and fairness influence social
exchange perceptions; employee attitudes offer an internal foundation for discretionary participation; personality and Individual inclinations are
influenced by motivation, and the environment in which citizenship is understood is determined by culture. In all organizational contexts, OCB cannot
be adequately explained by a single category.

5. Organizational Effectiveness and OCB

The idea that collective citizenship can enhance organizational success has long been put out in the literature. Coworker capability can be increased by
individual assistance, needless disturbances may be minimized by conscientious behavior, coordination can be improved by civility, time spent on little
disputes can be decreased by sportsmanship, and civic virtue can link employees to organizational issues. When employees exhibit these behaviors, the
firm may be able to use its current resources more efficiently and generate more time, effort, and knowledge resources (Organ, 2018).Organ (2018)
evaluated research at the unit level that connect aggregate OCB with organizational performance as well as meta-analytic data linking citizenship to
both individual and organizational results. Crucially, when performance is assessed after citizenship behavior rather than concurrently, some
associations seem to be stronger. This temporal pattern supports the idea that citizenship can improve performance in the future, but it does not prove it.
However, the association should be read with caution. Effectiveness and OCB may have an impact on each other, and high-performing companies may
foster an environment that promotes citizenship. When analyzing evidence at the organizational level, Organ (2018) expressly acknowledges alternate
hypotheses. As a result, a positive correlation should not be interpreted as evidence of a straightforward one-way causal process.

6. Employee Voice as a New Kind of Citizenship

Later OCB research has made voice a major focus. It entails staff members sharing thoughts, worries, or recommendations that are pertinent to the
operation of the company. According to Organ (2018), speech is not a single, consistent behavior; it can be protective, helpful, productive, or even
destructive in certain situations. Because of this diversity, voice is particularly crucial for modern research since speaking up can aid in learning and
problem-solving, but it may also be perceived differently depending on the organizational setting.
Voice further demonstrates why OCB is not the same as blind compliance. An employee with a strong sense of civic duty may help the company by
pointing out issues and suggesting solutions. Therefore, the value of voice is dependent on its shape, intent, and organizational response. It may be
necessary for future OCB measurements to differentiate between productive engagement and statements that only convey discontent or selfish desires.

7. The Possible Drawbacks of Having Too Many Citizens

OCB's good portrayal shouldn't mask potential expenses. Organ (2018) explores the potential for extremely high levels of discretionary contribution to
become detrimental when workers spend a significant amount of time assisting others at the expense of their primary duties. Frequent extra-role
contributions may also develop into unofficial norms. Colleagues or superiors may eventually view what starts out as voluntary conduct as something
the employee is expected to continue doing.
Fatigue and time constraints are particularly significant issues. According to Organ's (2018) analysis of time-sampling research, OCB differs among
individuals. and that periods of reduced citizenship may be associated with exhaustion or the need to recuperate from conflicting pressures. Therefore,
being a trustworthy organizational citizen and safeguarding the resources required for long-term task performance may be at odds with excessive OCB.
Impression management is another problem. The desire to project a positive image may be a contributing factor in some citizenship activity. This
possibility shows that the same visible act may result from distinct causes, yet it does not render the conduct meaningless. As a result, research should
separate the behavior itself from presumptions about the motivations behind an employee's actions.

8. A Comprehensive Conceptual Framework

A multi-level paradigm in which OCB arises from interacting interpersonal, relational, organizational, and cultural factors is supported by the synthesis
of the two evaluated articles. Individual preparedness to contribute is influenced by motivation, personality, commitment, and job happiness. Employee
impressions of social exchange are shaped at the relationship level by leadership quality, leader-member interchange, appreciation, and fairness.
Whether citizenship can be reflected at the organizational level depends on role clarity, organizational procedures, and participation opportunities.
Norms dictate what acts are valued and how citizenship is understood at the cultural level.
Helping-oriented conduct, conscientious engagement, tolerance of everyday annoyance, anticipatory interpersonal coordination, organizational
participation, and voice are all associated with these antecedents. These actions can then have an impact on intermediary processes including social
climate, resource conservation, cooperation, and coordination. The literature links OCB to both individual performance reviews and overall
organizational success at the result level, while also pointing out potential drawbacks such exhaustion, overload, and distraction from primary
responsibilities.
This is a purposefully non-linear structure. OCB may be encouraged by satisfaction, but it can also have an impact on attitudes that follow.
Effectiveness within the organization may foster favorable circumstances for citizenship, even though citizenship might help one become more
effective later on. In a similar vein, leadership can affect OCB both directly through connections and indirectly through attitudes toward justice. The
inadequacy of straightforward one-variable explanations can be explained by such reciprocal and mediated connections.
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Table 1. Integrated conceptual map of OCB

Domain Key elements Typical citizenship expression Potential organizational
contribution

Individual Satisfaction, commitment,
personality, motivation

Helping, dependable conduct Individual and group support

Relational Leadership, LMX, appreciation,
trust

Courtesy, assistance,
constructive voice

Coordination and cooperation

Organizational Justice, role clarity, participation Conscientiousness, civic virtue Resource conservation and
involvement

Cultural Norms, values, power distance,
collectivism

Context-specific citizenship Social integration and legitimacy

Outcome/risk Effectiveness, fatigue, overload Sustained or excessive
citizenship

Performance support or resource
strain

9. Methodological Consequences for Upcoming Studies

Important methodological insights are also highlighted in both publications. Cross-sectional designs have been widely used in OCB research, which
makes establishing causal ordering challenging. Organ (2018) points out that while time-sampling techniques can show changes among individuals,
time-lagged research can offer stronger evidence regarding whether citizenship precedes subsequent consequences. Therefore, where possible, future
studies should incorporate repeated observations with longitudinal designs.
Another priority is diversity of sources. Common-method or answer biases may have an impact on studies that ask workers to evaluate both their
workplace and their citizenship simultaneously. In particular, Organ (2018) warns against relying too much on same-time, same-source self-report
designs. Complementary evidence can come from peer reports, supervisor ratings, objective indicators, and long-term performance metrics. Attention
should also be paid to measurement. Instead than presuming that the five-category model will function consistently in every situation, researchers
should explain the dimensions they have selected, according to the inconsistent factor structures documented in the literature. The construction of
culturally sensitive scales, measurement invariance testing, and confirmatory factor analysis can all be used to ascertain whether OCB has similar
meaning in national and occupational contexts.
Lastly, different levels of analysis should be distinguished in future research. While an employee's helpful behavior is a phenomenon at the individual
level, team or organizational outcomes may be influenced by collective citizenship. Cross-level designs can investigate whether team-level norms
promote or inhibit individual citizenship, as well as how individual behaviors build up into collective climates.

10. Agenda for Research

First, outside of the contexts that have traditionally dominated OCB literature, additional comparative research is required. Organ (2018) examines
whether current North American measurements reflect culturally diverse forms of citizenship and specifically anticipates increased attention to
European, Asian, and South American workplaces.
Second, OCB should be dynamically investigated by researchers. Rather than considering citizenship as a constant personal trait, recurrent assessment
can look at how it varies with workload, mood, tenure, leadership experiences, and exhaustion. This strategy is particularly pertinent since Organ's
(2018) evaluation of the literature shows significant within-person variation.
Third, we need to pay more attention to the line that separates voluntary action from informal expectations. that were before obviously extra-role could
end up being part of standard performance standards. Researchers ought to look at how role expansion impacts the significance and outcomes of OCB.
Fourth, motivations should be taken into account in addition to acts. While helping largely for impression management and helping for cooperative
purposes may appear identical to an observer, they may have differing effects on the individual and the company. Thus, differentiating motives can
enhance theoretical accuracy.
Fifth, both costs and advantages should be examined. A well-rounded approach should acknowledge that while citizenship can increase collaboration
and efficiency, it also requires time and emotional investment. This is especially important for workers who are frequently seen as the organization's
unofficial problem solvers. 11. Conclusion
An essential addition to the understanding of organizational success is organizational citizenship behavior. The two evaluated articles demonstrate how
OCB evolved from early concepts of collaboration and unplanned organizational contributions into a significant field of study that addresses attitudes,
justice, leadership, personality, culture, effectiveness, and employee well-being. Its main contribution is the understanding that actions that maintain the
social and psychological context of work are just as important to organizational performance as formal task execution.
According to the integrated evaluation, OCB is context-sensitive and multifaceted. Although they offer helpful classifications, civic virtue,
sportsmanship, altruism, conscientiousness, and civility might differ depending on the context. Job satisfaction, dedication, fairness, leadership
relationships, role conditions, attitudes, and motivation are all linked to citizenship; however, the expression of these links is influenced by cultural
context. OCB can improve organizational effectiveness, coordination, and resource utilization at the group level, but excessive citizenship can also lead
to role conflict, exhaustion, and overload. Therefore, merely asking how organizations may enhance OCB is not a useful future goal. More specifically,
the challenge is how businesses may foster constructive citizenship without compromising fundamental operations, worker welfare, or equity. This
viewpoint offers a more solid foundation for further empirical studies and views OCB as a useful but limited type of organizational contribution.
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