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Abstract 

This paper reviews existing literature on organizational citizenship behavior (OCB) and 

provides a framework for categorizing factors into antecedents, mediators, and moderators. 

This systematic review examines 103 peer-reviewed papers from 2002 to 2022 to explore 

the determinants of OCB. While previous studies have described antecedents, this review 

offers a more expansive framework. Moreover, the study goes beyond this analysis to 

provide valuable insights and suggestions by critically examining the antecedents, 

mediators, and moderators associated with OCB. Job satisfaction and perceived 

organizational support play multifaceted roles as antecedents, mediators, and moderators 

in OCB. Commitment, work engagement, and structural empowerment are significant 

antecedents and mediators contributing to OCB. Emotional intelligence and organizational 

justice are identified as antecedents with a notable moderating impact. 

Keywords: OCB, Antecedents, Mediators and Moderators 

Introduction 

 
In every organization, there are both physical and human resources, and these resources play a vital role 

in the success of the organization. Among these resources, human resources hold a unique position, as 

they are responsible for managing other essential resources such as finances, materials, and capital. 

Consequently, the presence of skilled and ethically sound human resources is indispensable for the 

seamless operation of any business.  

 

Employee behaviors that extend beyond their immediate job duties, often referred to as citizenship 

actions, play a crucial role in fostering a positive workplace culture that, in turn, inspires other employees 

to unleash their creativity. Nonetheless, for these behaviors to manifest, a harmonious alignment is 

necessary, both between employees and their job roles and between employees and the overarching 

organizational ethos (Wojtczuk-Turek & Turek, 2016). As highlighted by Sawalha et al. (2019), fostering 

Organizational Citizenship Behavior (OCB) among employees is increasingly critical for organizations 

seeking to gain a competitive edge. Therefore, it can be asserted that OCB plays a pivotal role in 

establishing a competitive advantage. Furthermore, according to Zhang (2011), Organizational 

Citizenship Behavior (OCB) has a substantial impact on the productivity and efficiency of an 

organization. OCB can be regarded as a potent strategy for bolstering profitability while reducing 

operational expenses. Additionally, OCB contributes to the enhancement of the social work environment, 

employee performance, and overall well-being.

http://www.seu.ac.lk/jhrm
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In a similar vein, Mubarak and Mumtaz (2018) affirmed that OCB positively influences employee 

performance and has beneficial effects on the tasks they undertake. Hence, OCB stands as a pivotal factor 

in achieving enhanced productivity and efficiency within the organization. 

 

Some antecedents of OCB exert a positive influence, amplifying its presence, while others have a 

negative impact, diminishing it. The existence of detrimental OCB antecedents poses challenges for 

organizations in their efforts to enhance OCB. To cultivate the positive antecedents and shield employees 

from the adverse effects of the negative antecedents, it is imperative for organizations to accurately 

identify these antecedents. 

 

Although previous research has categorized antecedents under headings such as "individual (or 

employee) characteristics, task characteristics, organizational characteristics, and leadership behaviors" 

(Rauf, 2015, p. 73), as well as personality/trait, attitudinal, and leadership/group factors (Zhang, 2011), 

this review diverges from these prior classifications. This study makes a significant contribution to the 

understanding of the determinants of OCB. To achieve this, the research conducts a comprehensive 

review of the existing literature pertaining to OCB influencing factors. Subsequently, it formulates a 

framework that categorizes these factors into antecedents, mediators, and moderators, drawing from prior 

research. Moreover, the study goes beyond this analysis to provide valuable insights and suggestions for 

prospective research endeavors by critically examining the antecedents, mediators, and moderators 

associated with OCB. 

 

Evolution of Organizational Citizenship Behavior (OCB) 

 
The idea that job satisfaction had no impact on productivity was invalidated by Dennis Organ's 1977 

study, which established the foundation for knowledge of organizational citizenship behavior (OCB). As 

a result, research was conducted to pinpoint particular actions that raise organizational effectiveness. 

They were two different OCB factors: compliance and helping. Sportsmanship, civic virtue, courtesy, 

cheerleading, peacemaking, loyalty, self-improvement, and organizational protection are further OCB 

aspects (Organ et al., 2006). Notably, OCB has evolved gradually. Its roots were in the 1930s, even 

though it was formally founded in the 1980s. Though it has a long history, OCB is often regarded as a 

relatively new idea that has gained popularity in literature. This concept, which emphasizes how 

employees' activities and well-being shape an organization's productivity and performance, has been 

widely accepted in the business community (Ocampo et al., 2018). However, OCB is a relatively new 

idea (Kashani, 2012); it was created more than 25 years ago (Luthans, 2011). According to Ocampo et 

al. (2018), Organ and his colleagues' research on OCB provided the fundamental basis for later writers. 

Although there have been attempts to reinterpret OCB, Organ and his colleagues' original meaning still 

holds true. 

 

Contextual Performance (CP), Prosocial Organizational Behavior (POB), and Extra-Role Behavior 

(ERB) are three frameworks that are associated with OCB that offer insights on workplace discretionary 

behaviors and organizational efficiency (Organ et al. (2006). The term "extra-role" or "organizational 

citizenship activity" is used to describe outstanding behavior nowadays (Esmaeili, 2014). Organ et al. 

(2006) have defined OCB as “individual behavior that is discretionary, not directly or explicitly 

recognized by the formal reward system, and in the aggregate promotes the effective functioning of the 

organization” (p.4). 

 

OCB characterizes old voluntary behaviors of human beings and shared assistance without requesting 

any payments or rewards back (Kashani, 2012). For instance, university teachers must schedule classes, 

conduct lessons, and attend to conferences and meetings. This is an example of a task that the university's 

official reward system has approved. But if they voluntarily take on additional tasks and carry out 

auxiliary tasks that help the organization achieve its objectives this has been referred to as citizenship 

behavior (Aftab et al., 2018). According to Rauf (2015), a teacher supporting a student or another staff 
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member during their scheduled duty hours would satisfy this idea. 

 

Organ et al. (2006) identified five components of OCB, namely Altruism, Conscientiousness, 

Sportsmanship, Courtesy, and Civic virtue. Further, they described that altruism is defined as employees 

acting voluntarily to address organizational problems, consciousness refers to the voluntary actions that 

go above and beyond what is required by the organization such as attendance, abiding by rules and 

regulations, taking breaks, and so on, sportsmanship is the willingness to put up with circumstances 

without complaining, courtesy refers to behavior that is done voluntarily with the goal of preventing 

issues with work and, civic virtue entails taking an active role in job-related activities.   

Many scholars agree that OCB is affected by a variety of individual and group variables (Koberg et al., 

2005). Only employee social exchange processes served as the origin of OCB (Knippenberg et al.,2015). 

According to the theory of social exchange, social trade is initiated by one group or individual giving 

another group or individual something of value, a favor, their praise, admiration, or support at random. 

It's possible that parties to such exchanges have obligations that are shared by both parties. It should be 

clear to all parties engaged that they intend to continue giving and getting benefits for society (Blau, 

1964, as cited in Rauf, 2015). 

 

Research Objectives 

 
1. To gather comprehensive knowledge on OCB, including its Antecedents, Mediators, and 

Moderators. 

2. To provide distribution analysis of articles related to OCB across various Industries and 

Countries 

3. To critically analyze the Antecedents, Mediators and Moderators of OCB to enhance the better 

understanding for future researchers. 

4. To develop the Theoretical Framework of Antecedents, Mediators and Moderators of OCB and 

showcase them for future researchers for a comprehensive understanding. 

 

Research Methodology 

 
The study adopted the systematic review approach to provide a comprehensive image of the antecedents, 

mediators, and moderators of OCB. The review applied the structured process outlined by Siddaway et 

al. (2019), encompassing the following phases of scoping, planning, identification (searching), and 

screening. 

 

To ensure transparency and rigor in reporting, the PRISMA 2020 (Preferred Reporting Items for 

Systematic Reviews and Meta-Analyses) guidelines were adopted. 1,050 articles were initially identified 

from the relevant scholarly databases. After 442 duplicates were removed, 608 titles and abstract records 

were screened for relevance. Of these, 303 full-text articles were screened for eligibility, of which 213 

were excluded for relevance and inclusion criteria. The final review consists of 90 peer-reviewed 

scholarly articles published between 2002-2022. 

 

In addition, the quality of chosen articles was gauged on parameters such as journal ranking, 

methodological clarity, sample size, and relevance to research objectives. Articles that were at par 

academically and methodologically were only considered for synthesis.  

 

Literature Search 

 
There are papers regarding OCB in many journals. Numerous articles from different databases, such as 
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Google Scholar, Taylor & Francis, Elsevier, and Emerald Insight, were discovered to be pertinent for 

this study. Around 103 research studies were considered in this study. Based on a review of the literature, 

Table 1, which provides an overview of the antecedents, mediators, and moderators of OCB, was 

developed. Moreover, the data were sourced from journals in the SCImago Journal Rank (SJR) database. 

The full quartile range (Q1 to Q4) of journals' articles was chosen. In the first search, the terms "Pro-

social Organizational Behavior (POB), Organizational Spontaneity (OS), Contextual Performance (CP), 

and Extra-Role Behavior (ERB)" were utilized. The present analysis considered peer-reviewed academic 

publications published between 2002 and 2022, as there has been a notable rise in OCB studies over this 

period, especially in the previous twenty years. 

Inclusion and Exclusion Criteria 

Inclusion Criteria 

 

• Researches that look into the antecedents, mediators, or moderators of OCB. 

• Researches using either qualitative or quantitative methodologies. 

• Researches concentrating on workers in a range of organizational contexts, such as public 

sector, private sector, non-profit organizations, or small businesses. 

• Researches that look at OCB in various settings such as global organizations, diverse 

workforces, or teams. 

Exclusion Criteria 

 

• Title of studies that focus on other aspects of workplace behavior such as organizational 

commitment without mentioning the OCB. 

• Research findings that fail to provide a clear explanation of the antecedents, mediators, and 

moderators of OCB  
 

Data Collection 

 

After conducting a comprehensive search of the databases, a total of 1050 articles were identified and 

103 papers were taken into consideration for the study after duplicates and other irrelevant publications 

were removed.  Large part of studies on OCB have been undertaken in many industries such as health, 

education, cross-industry, manufacturing, banking, technology, water, electricity and gas, construction, 

nongovernment organizations, hotel, police, finance, food, sports. Additionally in a number of nations, 

including India, Indonesia, Iran, Pakistan, Turkey, China, Sri Lanka, Bangladesh, Vietnam, USA, 

Hungary, Taiwan, Italy, South Korea, Israel, Australia, Mexico, West Azerbaijan, Senegal, Thailand, 

Algeria, Malaysia, Saudi Arabia, United Arab Emirates, and Dubai. Figure- 1 shows the Flow Chart for 

article selection decision. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Flow chart for article selection decision.   

Source: The authors’ construction 

Papers are included=90 

Papers reviewed for eligibility=303 

Papers retrieved of title, abstract and key 
words=608 

Total records identified=1050 

Removal of duplicated 

records=442 

Papers excluded for not 
meeting the title =305 

Papers excluded for not 
meeting the inclusion=213 

Identification 

Screening 

Eligibility 
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Data Extraction and Synthesis 

 

Numerous antecedents, mediators, and moderators of OCB were found by previous researchers. 

However, those elements were not assembled at a glance and analyzed in those study findings. As a 

result, the researchers discovered that the study tool that compiles the antecedents, mediators, and 

moderators at a glance is crucial. Therefore, antecedents, mediators, and moderators of OCB from various 

research studies were thus listed and put together in Table 1. 

Table 1: Overview of Antecedents, Mediators, and Moderators of OCB 
Researchers/ 

Researcher 

Journal Antecedents 

 

Mediators 

 

Moderators 

 

Elamin  

and  

Tlaiss (2015) 

Employee Relations, 

37(1), 2–29 

Interactional justice 

 

 

 

 

Fatima  

et al. (2015)  

 

Journal of Economics, 

Business and Management, 

Vol. 3, No. 9 

 

Organizational Silence 

 

 

 

 

 

Procedural Justice 

 

 

Heidari  

et al. (2012) 

 

World Applied Sciences 

Journal, 18(1), 113–122. 

Organizational Justice 

and its dimensions 

(procedural and 

interactive) 

 

  

Rauf (2015) 

 

European Journal of 

Business and Management, 

7(15) 

Perception  

of Organizational Justice 

 

  

Erkutlu (2011) Leadership & Organization 

Development Journal, 

32(6), 532–554 

Organizational Justice 

 

 Organizational 

culture 

 

Kapil  

and  

Rastogi (2020) 

 

 

Journal of Indian Business 

Research, Vol. 12 No. 2, 

pp. 191-214 

 

 

Leader–member 

exchange. 

 

Work engagement 

Job embeddedness 

 
 

 

 

 

 

 
 

Inelmen  

et al. (2017) 

Personnel Review, Vol. 46 

No. 6, pp. 1142-1164 

University tradition 

 

LMX 

 

Organizational 

Justice perceptions 

(insignificant link) 

  

 

 

Khan  

and  

Malik (2017) 

 

European Business 

Review, Vol. 29 No. 5, pp. 

551-571 

Leader-  

member exchange 

 

Work engagement 

 

 

Nguyen  

et al. (2022) 

 

Personnel Review, Vol. 

ahead-of-print No. ahead-

of-print 

Benevolent 

Leadership 

 

 

Leader-member exchange 

 

Affective commitment 

 

 

 

Xu  

et al. (2022) 

 

 

International Journal of 

Contemporary Hospitality 

Management, Vol. 34 No. 

7, pp. 2684-2703 

 

Perceived leadership 

support 

 

Work autonomy 

  

Nguyen  

and  

Tran (2022) 

 

 

Evidence-based HRM, 

Vol. ahead-of-print No. 

ahead-of-print 

Procedural justice 

 

 

Job engagement 

 

 

Satisfaction 

 

 

Perceived 

supervisor support  

 

Rewards  

and recognition 
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Dasgupta (2022) 

 

IIM Ranchi Journal of 

Management Studies, Vol. 

ahead-of-print No. ahead-

of-print. 

Leader–member 

exchanges (LMX) 

 

Team–member 

exchanges (TMX) 

 

Team commitments 

 

Emotional 

exhaustion 

 

Team commitments 

 

 

 

Ribeiro  

et al. (2022) 

Sustainability Accounting, 

Management and Policy 

Journal, Vol. 13 No. 2, pp. 

320-340 

Employees’ perceptions 

of  

Authentic leadership 

(AL)   

Affective commitment (AC) 

 

 

 

Jain  

et al. (2013)  

 

International Journal of 

Organizational Analysis, 

21(3), 313–334 

Perceived organizational 

support 

 

Organizational stressors 

 Perceived 

organizational 

support 

Pohl  

et al. (2013)  

International Journal of 

Organization Theory and 

Behavior, 16 (2) 

 

Perceived 

Organizational support 

(POS)  

 

Job characteristics 

Intrinsic motivation  

Ehigie  

and  

Otukoya (2005)  

 

European Journal of Work 

and Organizational 

Psychology, 14(4), 389–

399 

 
 

Perceived organizational 

support (POS)  

 

Perceived fair 

interpersonal treatment 

(PFIT) 

 

 

 

 
 

 

 

 

 

 
 

 

 

Knippenberg et al. 

(2015) 

 

 

European Journal of Work 

and Organizational 

Psychology, 24(1), 152–

160 

Perceived organizational 

support 

 

 

 Collectivism 

 

 

Jabeen  

et al. (2018) 

 

Journal of Organizational 

Change Management, 

31(2), 352–370. 

Organizational stress   

Narzary  

and  

Palo (2020) 

Personnel Review, 2010 Structural empowerment 

 

Job satisfaction 

Job satisfaction Job satisfaction 

Murphy  

et al. (2002)  

Journal of Managerial 

Psychology, 17(4), 287–

297 

Job satisfaction   

Sawalha  

et al. (2019) 

International Journal of 

Organizational Analysis, 

27(1), 19–35 

Job characteristics  Job satisfaction 

Gyekye  

and Haybatollahi 

(2015) 

 

International Journal of 

Organizational Analysis, 

23(2), 285–301 

Age  

 

Job Satisfaction 

 

 

 

 

 

Mohammad et al. 

(2011) 

 

Asian Academy of 

Management Journal, 16 

(2), 149–165. 

Intrinsic job satisfaction  

 

Extrinsic job satisfaction 

  

Kamel  

et al. (2015) 

 

European Journal of 

Business and 

Management,7 (30), 1-7 

Job satisfaction 

 

  

Intaraprasong et al. 

(2012) 

J Med Assoc Thai,  95, 

102-108. 

 

Job satisfaction   

https://www.emerald.com/insight/publication/issn/2040-8021
https://www.emerald.com/insight/publication/issn/2040-8021
https://www.emerald.com/insight/publication/issn/2040-8021
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Jawahar  

and  

Liu (2016) 

Career Development 

International, Vol. 21 No. 

4, pp. 378-401 

 

 

Proactive personality Career satisfaction Political skill 

 

Huang  

et al. (2004) 

 

International Journal of 

Manpower, Vol. 25 No. 2, 

25(2), 195–210 

Satisfaction 

 

Perceived organizational 

support 

 

 

 

Dubey   

et al. (2022) 

 

Management Matters, Vol. 

ahead-of-print No. ahead-

of-print 

Job satisfaction 

 

 

Workplace spirituality 

 

 

 

Urbini  

et al. 

(2021) 

 

International Journal of 

Organizational Analysis, 

Vol. ahead-of-print No. 

ahead-of-print 

Job satisfaction 

 

 

Organizational 

identification 

Organizational identification  

Koomson  

(2021) 

PSU Research Review, 

Vol. ahead-of-print No. 

ahead-of-print. 

job satisfaction  Psychological 

contract breach 

Yadav  

et al. (2019) 

Industrial and Commercial 

Training, 51(7–8), 396–

408. 

Quality of work life  Gender  

and Type  

of Organization 

Pio  

and Lengkong 

(2020) 

Journal of Management 

Development, 39(3), 293–

305 

Quality of work life           

 

Pio  

and  

Tampi (2018) 

International Journal of 

Law and Management, 

60(2), 757–767. 

Quality of work life  

 

Job Satisfaction 

  

Chaturvedi and  

Saxena (2017) 

International Journal of 

Applied Research 2017; 

3(7): 395-399. 

 

Quality of work life    

Kashani (2012)  J. Basic. Appl. Sci. Res, 

2(9), 9523–9531. 

 

Quality of work life    

Ghasemi  

et al.  

(2009-2016)  

Journal of Global Pharma 

Technology, 387-393 

QWL with its six 

Dimensions Quality of 

Work Life 

  

Felfe  

and  

Heinitz (2010) 

 

European Journal of Work 

and Organizational 

Psychology, 19(3), 279–

303. 

Consensus 

 

Transformational 

Leadership 

 

Commitment 

 Consensus 

 

Podsakoff  

et al. (1990) 

70 Transformational Leader 

Behaviors 

 

Followers’ Trust  

Hassi  (2019) International Journal of 

Organizational Analysis, 

27(3), 786–811 

 

Personal recognition 

dimension of the 

transformational 

leadership. 

  

Zhang (2011)  

 

 

 

 

White Paper Personality/ 

Trait, Attitudinal, and 

Leadership/ 

Group Factors. 

 

  

Indarti  

et al. (2017) 

 

Journal of Management 

Development, 36(10), 

1283–1293. 

Personality 

 

Organizational 

Commitment  

  

https://www.emerald.com/insight/search?q=Pushkar%20Dubey
https://www.emerald.com/insight/publication/issn/2279-0187
https://www.emerald.com/insight/publication/issn/1934-8835
https://www.emerald.com/insight/publication/issn/1934-8835
https://www.emerald.com/insight/search?q=Samuel%20Koomson
https://www.emerald.com/insight/publication/issn/2399-1747
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Job satisfaction 

Hanaysha  

et al. (2022) 

 

Arab Gulf Journal of 

Scientific Research, Vol. 

40 No. 1, pp. 79-98 

Ethical leadership 

 

Servant leadership 

  

Sarwar    

et al. (2022) 

 

Management Research 

Review, Vol. ahead-of-

print No. ahead-of-print. 

Ethical leadership 

 

High-performance 

managerial practices 

Psychological empowerment 

 

 

Qiu 

and  

Dooley (2022) 

 

Leadership & Organization 

Development Journal, Vol. 

43 No. 3, pp. 350-369 

Servant leadership 

 

Procedural justice perception 

 

Trust in leaders 

 

Shrotryia  

et al. (2022) 

 

 
 

 

 
 

 

 

Personnel Review, Vol. 51 

No. 2, pp. 501-527 

 

 

 

 
 

 

 
 

 
 

 

 

One facet  

of  

organizational 

commitment 

(OC) –  

affective commitment  

alignment  

and  

action orientation 

dimensions  

of  

employee engagement 

(EE)  

 

Employee engagement 

 

 

 
 

 

 
 

 

 
 

 

 

 

 

 

 
 

 

 
 

 

 
 

 

 

Wang   

(2021) 

Management Decision, 

Vol. 59 No. 9, pp. 2164-

2182. 

Narcissistic supervision Psychological safety  

 

Affective organizational 

commitment 

 

 

Pradhan  

et al. (2020)  

Journal of Indian Business 

Research, Emerald 

Publishing Limited 1755-

4195 

Self-efficacy  

 

 

 

 

 Sustainability 

practices 

Paramasivam (2015) 

 

 

  

 

Asian Education and 

Development Studies, 

4(4), 394–408 

Self-efficacy  Family supportive 

organizational 

perceptions (FSOP) 

Pradhan  

et al. (2016)  

Cogent Business & 

Management, 18(1) 

Psychological Capital 

(Self-Efficacy, Hope, 

Resilience, and 

Optimism) 

 

 

 

 

 

 

 

Emotional 

Intelligence 

Hemmati  

et al. (2013) 

 

European Journal of 

Experimental Biology, 

3(5), 334–341. 

Emotional Intelligence 

 

 

  

D'Souza  

et al. (2022) 

 

Personnel Review, Vol. 

ahead-of-print No. ahead-

of-print. 

Emotional exhaustion 

 

Emotional intelligence 

(EI) 

 

Transformational 

Leadership 

 

  

Singh  

et al. (2019)  

 

Equality, Diversity and 

Inclusion, 38(8), 793–813 

High-quality 

relationships 

Identity freedom  

Kasekende  

et al. (2015) 

International Journal of 

Educational Management, 

Competencies 

 

Empowerment  

https://www.emerald.com/insight/publication/issn/1985-9899
https://www.emerald.com/insight/publication/issn/1985-9899
https://www.emerald.com/insight/publication/issn/2040-8269
https://www.emerald.com/insight/publication/issn/2040-8269
https://www.emerald.com/insight/publication/issn/0143-7739
https://www.emerald.com/insight/publication/issn/0143-7739
https://www.emerald.com/insight/search?q=Vijay%20Kumar%20Shrotryia
https://www.emerald.com/insight/publication/issn/0048-3486
https://www.emerald.com/insight/search?q=Wenting%20Wang
https://www.emerald.com/insight/publication/issn/0025-1747
https://www.emerald.com/insight/publication/issn/0048-3486
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30(2), 252–270 Empowerment 

Paul  

et al. (2019) 

International Journal of 

Organizational Analysis, 

Vol. 27 No. 5, 1274-1297 

Resilience Subjective Well-Being 

component (affect balance) 

 

Organizational commitment 

components (affective 

commitment) 

 

 

Suárez-Mendoza  

and Zoghbi-

Manrique-De-Lara, 

(2007)  

 

International Journal of 

Organizational Analysis, 

15(1), 56–76. 

Person-organization 

(PO) fit 

Three dimensions of work 

alienation (WA)  

(powerlessness, 

meaninglessness, and self-

estrangement) 

 

Liu  

and  

Wang (2013) 

International Journal of 

Human Resource 

Management, 24(7), 1471–

1489 

Abusive supervision Supervisor- subordinate (s-s) 

guanxi 

 

Fakhar (2014) IOSR Journal of Business 

and Management, 16(2), 

70–74 

Abusive supervision   

Rezaeian  

et al. (2013) 

 

Journal of Communication 

Management, Vol. 17 No. 

3, 216-238 

Communication 

satisfaction 

 

Organizational trust 

Organizational trust  

Mubarak  

and  

Mumtaz (2018) 

 

Cogent Business & 

Management, 5(1), 1–18. 

Workplace  

Bullying  

  

Sridhar  

and Thiruvenkadam 

(2014); 

Ariani (2013) 

Journal of Management 

Research 

Employee Engagement 

 

 

 

  

Shantz  

et al. (2013) 

International Journal of 

Human Resource 

Management, 24(13), 

2608–2627 

job characteristics Employee engagement  

Chin (2015)  The International Journal 

of Human Resource 

Management, 26(8), 1110–

1129 

 
 

 

Harmony Job satisfaction  

Koumakh  
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Data Evolution 

Distribution of articles across various Industries 

Based on the analysis conducted on 103 articles, the distribution across various industries is as follows: 

10.68% of articles are in the health industry, 19.42% in education, 32.04% in cross-industry, 6.80% in 

manufacturing, 3.88% in banking, 3.88% in technology, and 23.30% in other sectors. Other sectors 

include Water, Electricity and Gas, Construction, Nongovernment Organizations, Hotel, Police, Finance, 

Food, Sports which typically only have one or two articles published. Notably, a larger number of articles 

are concentrated in the health, education, and cross-industry sectors. Table-2 and Figure-2 illustrate these 

values. 

Table 2: Distribution of articles across various industries 

Industry Number Percentage 

Health 11 10.68% 

Education 20 19.42% 

Cross-Industry 33 32.04% 

Manufacturing 7 6.80% 

Bank 4 3.88% 

Technology 4 3.88% 

Others* 24 23.30% 

Total 103 100% 
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*Others (Water, Electricity and Gas, Construction, Nongovernment Organizations, Hotel, Police, 

Finance, Food, Sports) 

 

 

Figure 2: Distribution of articles across various industries 

 

Distribution of articles across various countries 

 

Based on the analysis conducted on 103 articles, the distribution across various countries is as follows: 

18.45% of articles are from India, 2.91% from Indonesia, 3.88% from Iran, 9.71% from Pakistan, 2.91% 

from Turkey, 5.83% from China, 2.91% from Sri Lanka, and 53.40% from other countries. These other 

countries include Morocco, Spain, Ghana, UK, Nigeria, Poland, Bangladesh, Vietnam, USA, Hungary, 

Taiwan, Italy, South Korea, Israel, Australia, Mexico, West Azerbaijan, Senegal, Thailand, Algeria, 

Malaysia, Saudi Arabia, United Arab Emirates, and Dubai, which typically only have one or two articles 

published. Notably, a larger number of articles are concentrated in India and Pakistan. Table-3 and 

Figure-3 illustrate these values. 

 

Table 3: Distribution of articles across various countries 

Country Number Percentage 

India 19 18.45% 

Indonesia 3 2.91% 

Iran 4 3.88% 

Pakistan 10 9.71% 

Turkey 3 2.91% 

China 6 5.83% 

Sri Lanka 3 2.91% 

Others* 55 53.40% 

Total 103 100% 
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Italy, Ghana, South Korea, Israel, Spain, Australia, Mexico, West Azerbaijan, Senegal,  Thailand, 

Algeria, Malaysia,  Saudi Arabia, United Arab Emirates, Dubai) 

 

 
 

Figure 3: Distribution of articles across various countries 

 

Findings 

 
Numerous studies have explored various factors influencing Organizational Citizenship Behavior (OCB). 

Researchers have identified different relationships by incorporating mediators and moderators, revealing 

a range of correlations. These findings, synthesized and critically examined, offer a comprehensive 

overview and serve as a valuable guide for future research in understanding OCB. The synthesis acts as 

a dynamic resource, aiding scholars in comprehending the evolving organizational landscape and 

encouraging exploration of new avenues in this field. 

 

Perceived justice has been consistently identified as significantly related to Organizational Citizenship 

Behavior (OCB) in several studies (Rauf, 2015; Erkutlu, 2011; Elamin & Tlaiss, 2015; Nguyen & Tran, 

2022; Yorulmaz & Karabacak, 2021; Jnaneswar &  Ranjit, 2022; Heidari et al. (2012). Job satisfaction 

(Rauf, 2015) and Psychological ownership (Jnaneswar & Ranjit, 2022) serve as partial mediators in the 

relationship between organizational justice and Organizational Citizenship Behavior (OCB). 

Additionally, organizational identification (OI) acts as a mediator between perceptions of organizational 

justice (OJP) and OCB. Yet, Yorulmaz and Karabacak (2021) reported no direct impact of organizational 

justice perception (OJP) on Organizational Citizenship Behavior (OCB), and this relationship varied 

based on the level of emotional intelligence (EI). Organizational culture moderate Organizational justice 

and OCB (Erkutlu, 2011). Perceived supervisor support and rewards and recognition play moderating 

roles in the relationships between procedural justice and job satisfaction and, between job engagement 

and OCB, respectively (Nguyen & Tran, 2022). Moreover, interactional justice than distributive justice 

and procedural justice highly effect on OCB (Elamin & Tlaiss, 2015). But Heidari et al. (2012) indicated 

that interactive justice has high impact on OCB dimension of civic virtue and conscientiousness while 

procedural justice impact the dimension of sportsmanship. However, Inelmen et al. (2017) indicated that 

unexpected, insignificant relationship between justice and OCB was found. If the relationship is of an 

economic nature, organizational justice perceptions do not have a significant impact on OCB while if 
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relationships are social in nature, workers may engage in OCB even though they have low justice 

perceptions. 

 

The significant relationship was found between Leader–member exchange and OCB (Kapil & Rastogi, 

2020; Inelmen et al., 2017; Khan & Malik, 2017; Dasgupta, 2022). Further, the other elements such as 

Team-member exchanges (TMX), team commitments, and emotional exhaustion (Dasgupta, 2022) Work 

engagement (Kapil & Rastogi, 2020) were also shown to be the antecedents of OCB along with Leader–

member exchange. Moreover, Organizational job embeddedness partially mediated the relationship 

between Leader–member exchange, Work engagement and OCB (Kapil & Rastogi, 2020). But in the 

study of Khan and Malik (2017), work engagement served as the mediator between leader – member 

exchange, and OCB and innovative behavior. The relationship between emotional exhaustion and OCB 

is totally mediated by team commitments, while the relationship between LMX and TMX and OCB is 

only partially mediated (Dasgupta, 2022). 

 

The significant relationship was found between Leadership and OCB (Zhang, 2011; Zacher and 

Jimmieson, 2013; Manoppo, 2020; Hanaysha et al., 2022; Sarwar   et al., 2022; Ribeiro et al., 2022; Sri 

Ramalu & Janadari, 2022; Felfe & Heinitz, 2010; Hassi, 2019; Qiu  & Dooley, 2022; Nguyen et al., 2022;  

Xu et al., 2022). Zhang (2011) identified that the leadership is one of the antecedents out of the three 

categories of antecedents of OCB, including personality/trait, attitudinal, and leadership/group 

characteristics. According to Manoppo (2020),  Transformational leadership has a significant positive 

effect on OCB. But according to Podsakoff et al. (1990), the impact of transformational leader behaviors 

on citizenship behaviors are indirect, rather that direct. Also followers’ trust is mediating this 

relationship. Zacher and Jimmieson (2013) indicated that learning goal orientation moderated the 

relationship between transformational leadership and OCB. Felfe and Heinitz (2010) indicated that 

Consensus is a significant predictor for OCB and moderates the relationship of transformational 

leadership and OCB. Hassi (2019) indicated that Personal recognition dimension of the transformational 

leadership style influencing OCB. Furthermore, Hanaysha et al. (2022) found that ethical leadership and 

servant leadership had a favorable impact on OCB. Psychological empowerment mediates the 

relationship between Ethical leadership and OCB (Sarwar et al., 2022). The association between servant 

leadership and customer-focused organizational citizenship behavior is fully mediated both Procedural 

justice perception and Trust in leaders (Qiu & Dooley, 2022). Employees’ perceptions of Authentic 

leadership (AL) are positively correlated with both Affective commitment (AC) and OCB. Moreover, 

AC completely mediates the relationship between AL and OCB (Ribeiro et al., 2022). Psychological 

capital partially mediates the relationship between authentic leadership and OCB (Sri Ramalu & Janadari, 

2022). OCB-O (organizational citizenship behavior toward organizations) and OCB-I (organizational 

citizenship behavior toward individual coworkers) were positively influenced by perceived leadership 

support (Xu et al., 2022). Leader-member exchange and affective commitment are mediating this 

association (Nguyen et al., 2022). 

 

The significant relationship was found between Job satisfaction and OCB (Murphy et al., 2002; Gyekye 

and Haybatollahi, 2015; Mohammad et al., 2011; Kamel et al., 2015; Intaraprasong et al., 2012; Huang 

et al., 2004; Dubey  et al., 2022; Urbini et al., 2021; Koomson, 2021; Belwalkar et al., 2018). 

Additionally, perceived organizational support was a powerful mediator especially for women than for 

men between job satisfaction and OCB (Huang et al., 2004), all the dimensions of workplace spirituality, 

i.e. meaningful work, compassion, transcendence, mindfulness and sense of community partially 

mediated (Dubey et al., 2022) between job satisfaction and OCB. Organizational identification (OID) 

partially mediated the positive relationship between job satisfaction and organizational citizenship 

behaviors (OCBs) directed toward individuals as well as OCB directed toward organization (OCBs-O) 

(Urbini et al., 2021). Psychological contract breach (PCB) has significant moderating effect on the 

relationship between job satisfaction (JST) and OCB (Koomson, 2021). 

 

The quality of work life and OCB were found to be significantly correlated (Yadav et al., 2019; Pio & 
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Lengkong, 2020; Pio & Tampi, 2018; Chaturvedi & Saxena, 2017; Kashani, 2012; Ghasemi et al., 2009-

2016). Position did not moderate this association; the moderating variables in this relationship are gender 

and the type of organization (Yadav et al., 2019). 

 

Psychological safety and, consequently, affective organizational commitment serve as a mediator 

between narcissistic supervision's negative influence on employees' change-oriented OCBs (Wang, 

2021). Positive association was found between abusive supervision and organizational citizenship 

behavior (Fakhar, 2014). Furthermore, supervisor-subordinate (s-s) guanxi has a mediating role between 

abusive supervision and OCBI and OCBO. Also, s-s guanxi has a stronger influence on OCBI than 

OCBO (Liu & Wang, 2013). 

 

The relationship between self-efficacy and OCB is positive. Additionally, sustainability practices 

considerably and favorably moderate this connection (Pradhan et al., 2020). Self-efficacy has a favorable 

effect on OCB. Additionally, this link was moderated by family supportive organizational perceptions 

(FSOP) (Paramasivam, 2015). Emotional intelligence (EI) moderates this relationship. Psychological 

Capital (Self-Efficacy, Hope, Resilience, and Optimism) positively impact the OCB, where emotional 

intelligence (EI) moderates this relationship (Pradhan et al., 2016). Relational mobile usage and OCB 

had a substantial association. Between collectivism and OCB, as well as between academic self-efficacy 

and OCB, relational mobile usage had a substantial mediating impact. Additionally notable was the 

moderating effect of gender on the association between relational mobile usage and OCB (Ahmad et al., 

2022). 

 

It was found that organizational stressors had a substantial negative association with OCB whereas 

perceived organizational support had a large positive relationship. However, the relationship between 

organizational stressors and OCB is moderated by perceived organizational support (Jain et al., 2013). 

Further, Perceived Organizational support (POS) and job characteristics associated with Organizational 

citizenship behaviors (OCB). In addition, intrinsic motivation is mediator of this relationship (Pohl et al., 

2013). However, Ehigie and Otukoya (2005) found that independent and positive relationship of 

perceived organizational support (POS) and perceived fair interpersonal treatment (PFIT) with 

organizational citizenship behavior (OCB) particularly three aspects of OCB including helping, civic 

virtue, and sportsmanship. According to Knippenberg et al. (2015) the association between perceived 

organizational support and organizational citizenship behavior is moderated by collectivism.  

 

Significant direct relationships were shown between personality variables, organizational commitment, 

job satisfaction and organizational citizenship behavior (Indarti et al. (2017). Strong correlations between 

employee engagement and OCB were discovered (Sridhar and Thiruvenkadam, 2014; Ariani, 2013). The 

relationship between organizational commitment and OCB is entirely mediated by employee engagement 

(Shrotryia et al., 2022). Emotional intelligence and OCB have a strong and favorable relationship 

(Hemmati et al., 2013). Additionally, emotional exhaustion, emotional intelligence (EI) and 

transformational leadership interact to influence OCBs (D'Souza et al., 2022). High-quality relationships 

is an significant antecedents of OCB and identity freedom is the mediator between High-quality 

relationships    and OCB (Singh et al., 2019). Four of the five job characteristics (feedback, skill variety, 

task identity and autonomy) are impacting only two of the five OCB behaviors, namely, altruism and 

courtesy. Job satisfaction has significant moderating impact in this relationship (Sawalha et al., 2019). 

Moreover, four job characteristics namely high levels of autonomy, task variety, task significance and 

feedback impacting OCB while employee engagement potentially mediates this association (Shantz et 

al., 2013). Organizational stress and OCB were found to have a negative connection (Jabeen et al., 2018).  

 

However, Manoppo (2020) asserts that OCB is not significantly negatively impacted by work stress. 

Structural empowerment significantly and positively influences the job satisfaction and OCB. Job 

satisfaction significantly mediates-moderates the relationship between structural empowerment and OCB 

(Narzary & Palo, 2020). Career satisfaction mediates the relationship between proactive personality and 
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two forms of citizenship performance, citizenship toward supervisor, and job/task conscientiousness. 

Further, Political skill moderates these mediated association (Jawahar & Liu, 2016). Negative 

relationship was found between organizational silence and OCB. Further, procedural justice moderates 

this relationship (Fatima et al., 2015). Competencies of the employees significantly related to OCB. In 

addition, empowerment mediate this association (Kasekende et al., 2015). The relationship between 

resilience and OCB is mediated by Subjective Well-Being  component (affect balance) and 

Organizational commitment components (affective commitment) (Paul et al., 2019). Person-organization 

(PO) fit is impacting the OCB, while three dimensions of work alienation (WA)  (powerlessness, 

meaninglessness, and self-estrangement) are the mediators (Suárez-Mendoza and Zoghbi-Manrique-De-

Lara, 2007). Communication satisfaction positively affects the organizational trust. Organizational trust 

positively affect the OCBs while organizational trust is the mediating the association between  

communication satisfaction and OCBs (Rezaeian et al., 2013). Workplace incivility has a negative impact 

on OCB where perceived acceptability and emotional exhaustion are the mediators, and employees’ 

political skill is the moderator (Moon & Morais, 2022). The link between motives and both types of 

citizenship behavior has been moderated by affective commitment. Altruistic motives, however, 

demonstrated a positive association with person-oriented citizenship behavior and a negative link with 

affective commitment. Meanwhile, egoistic motives had a positive relationship with affective 

commitment and organization-oriented citizenship behavior (Jain, 2016).  Perceived HRM practices 

impact the OCB. Perceived insider status partially mediates this relationship between, and emotional 

exhaustion moderates the relationship (Huang & He, 2022). Negative correlation was found between 

workplace bullying and OCB. Job satisfaction and resilience are the parallel mediators 

(Mendiratta & Srivastava, 2021). Ability, motivation and opportunity (AMO) practices positively 

impacting the OCB while  work-related well-being mediated and service leadership moderated this 

association (Salas-Vallina et al., 2021). Career orientation (CO) impacting OCB with career management 

practices (CMPs) as mediating variable and gender as a moderating variable (Joshi et al.,2021). Employer 

brand experience (EBE) has significant effect on OCB while employee engagement (EE) mediating this 

relationship (Gupta et al., 2021). openness to experience strongly related to the four OCB dimensions. 

Also, work locus of control (WLOC) and interactional justice were the mediating this association (Abu 

Elanain, 2010).  

 

Moreover, significant effect of personality (Nurrohmat, 2022), learning climate dimensions (Zia, 2022), 

Organizational Climate (Farooqui, 2012), reflective moral attentiveness (RMA) and organization-based 

self-esteem (Ren et al., 2022), harmony (Chin, 2015), HRM practices namely training, fair reward and 

promotion opportunity (Sultana & Johari, 2022), dominant organizational culture (Krajcsák  & Kozák, 

2022) and Collective norms (Baeza et al., 2022) on OCB was found  while the negative effect of 

workplace bullying (Mubarak & Mumtaz, 2018),  stress (Odunayo & Oladipupo, 2016), materialistic 

attitude (Torlak & Koc, 2007), and organizational politics (Koumakh & Ye, 2014; Aslam, 2016; 

Afshardoust et al., 2013; Dilmaghany et al., 2016; Khwaja et al., 2013; Saravi et al., 2017) on OCB was 

found. 

 

Theoretical framework 

 
A theoretical framework pertaining to some features of OCB is established based on the studies that are 

currently accessible. This framework provides a general overview of OCB. The theoretical framework 

pertaining to antecedents, mediators, and moderators is depicted in Figure-04. 
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Figure 04: Theoretical Framework of Antecedents, Mediators and Moderators of OCB 

Antecedents 
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Intelligence; Interactional justice; 
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Perceived organizational support; 

Organizational stressors; Job characteristics; 
Perceived fair interpersonal treatment (PFIT); 

Transformational leadership style; 

Leadership/Group Factors; High-quality 
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Discussion 

 
In this section, researchers systematically grouped and analyzed similar previous studies, presenting them 

in Table-1 for ease of reference. The aim was to identify common antecedents of Organizational 

Citizenship Behavior (OCB) across research endeavors. A comprehensive overview reveals that the 

majority of previous studies have predominantly focused on specific antecedents, namely perceived 

justice, leader–member exchange, leadership, job satisfaction, quality of work life, supervision, self-

efficacy, and perceived organizational support. These factors have received substantial attention in the 

literature, forming the core focus of investigations into OCB determinants. 

 

However, it is noteworthy that there is a relative scarcity of studies examining certain antecedents, such 

as personality variables, organizational commitment, employee engagement, emotional intelligence, 

high-quality relationships, job characteristics, organizational stress, structural empowerment, 

organizational silence, competencies of employees, resilience, person-organization fit, communication 

satisfaction, workplace incivility, motives, perceived HRM practices, workplace bullying, motivation 

and opportunity, career orientation, employer brand experience, openness to experience, informal 

learning, organizational climate, reflective moral attentiveness, organization-based self-esteem, 

harmony, collective norms, materialistic attitude, and organizational politics. 

 

Upon critical analysis of Table-1, Figure-04, and the preceding paragraphs, it becomes evident that both 

job satisfaction and perceived organizational support play multifaceted roles as antecedents, mediators, 

and moderators in the realm of OCB. Additionally, commitment, work engagement, and structural 

empowerment emerge as significant antecedents and mediators contributing to OCB. Moreover, 

emotional intelligence and organizational justice are identified as antecedents with a notable moderating 

impact on OCB. 

 

In summary, this analysis provides valuable insights into the predominant and underexplored areas within 

the antecedents of OCB. Researchers are encouraged to delve further into the less-explored factors to 

enhance our understanding of their intricate roles in shaping OCB dynamics and organizational 

effectiveness. The synthesized information from this systematic grouping serves as a foundation for 

future studies, offering a clear roadmap for researchers aiming to contribute to a comprehensive 

understanding of the determinants of OCB. 

 

OCB is regarded as an effective tool for organizational and individual development. It is imperative that 

managers assist their team in cultivating and extending these good habits, as doing so will boost employee 

and organizational performance. The framework is also helpful for upcoming studies. It provides an 

organized summary of the elements affecting OCB, such as antecedents, mediators, and moderators, 

which affect the outcome and occur in between. This enhances their understanding of the topic and points 

out areas that require further investigation.  

 

The framework facilitates the identification of research gaps, enabling scholars to advance and expand 

upon our current understanding of the mechanisms behind OCB. Put simply, this framework serves as a 

road map for scholars examining the complex variables influencing OCB as well as a useful manual for 

organizations looking to enhance OCB. When managers and researchers work together, they can improve 

the performance and functionality of businesses. 

Limitations and areas for future research.  

 

This study has certain limitations even though it looked at around 103 publications. More pertinent 

studies that were left out of this analysis might present more antecedents, mediators, and moderators of 

organizational citizenship behavior (OCB) than were covered in this study. Many research papers lack 

comprehensive, theoretically supported studies. 
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In order to identify research gaps for subsequent researches, this study may be helpful. Future researchers 

will find it useful to rapidly identify variables for further study by utilizing OCB frameworks based on 

antecedents, mediators, and moderators. A greater emphasis may be placed on elements that play 

different roles as antecedents, mediators, and moderators, such as job satisfaction, organizational justice, 

perceived organizational support, and emotional intelligence. 

 

Further studies might look into factors like job satisfaction, perceived organizational support, 

organizational justice, and emotional intelligence to ascertain their primary roles as antecedents, 

mediators, or moderators, or to identify any further findings. Emotional intelligence and organizational 

justice, for instance, might be antecedents in one study and moderators in another. Similar to this, some 

studies have found that job satisfaction and perceived organizational support are antecedents, whereas 

other studies have found that they mediate or moderate. 

 

This research also discovered that while certain antecedents had mediators and moderators impacting 

OCB, others did not. Future research could delve into understanding the mediators and moderators 

between these antecedents and OCB to gain more insights. 
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