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I. Introduction 

A. Organizational Citizenship Behaviour: The Invisible Thread of Workplace Success 

Organizational Citizenship Behaviour (OCB) transcends the realm of simply fulfilling job descriptions. It 

encompasses the voluntary contributions employees make that strengthen the very fabric of a work 

environment. These discretionary actions, undertaken without the expectation of direct rewards, can be the 

difference between a functional workplace and a thriving one. OCB fosters a sense of community, 

collaboration, and commitment to the organization's success, acting as an invisible thread that binds employees 

together and propels the organization forward. 

B. A Reciprocal Benefit: The Two Sides of the OCB Coin 

The benefits of OCB go beyond a one-way street, positively affecting both employees and organizations. For 

employees, engaging in OCB can lead to a more enriching work experience. Increased job satisfaction stems 

from feeling valued and contributing to a larger purpose. Improved relationships with colleagues foster a sense 

of belonging and support. Furthermore, proactive OCB can lead to recognition from superiors, potentially 

accelerating career growth. 

Organizations that cultivate a culture of OCB reap significant rewards. Enhanced productivity emerges when 

employees go the extra mile, streamlining workflows and overcoming unforeseen roadblocks. Improved 

employee retention becomes a reality as a positive work environment fosters loyalty and reduces turnover. 

Stronger customer satisfaction often follows, as employees, empowered by a supportive culture, are more likely 

to prioritize exceeding customer expectations. Ultimately, OCB fosters a positive work environment, 

characterized by camaraderie, collaboration, and a shared sense of purpose, leading to a more engaged and 

effective workforce. 

C. Unveiling the Work Culture Connection: A Research Focus 

While the importance of OCB is well-established, the factors influencing it remain an active area of research. 

This study specifically delves into the role of work culture. Work culture encompasses the shared values, 

beliefs, and Behaviours that define an organization. It sets the tone for interactions, decision-making, and 

overall employee experience. 
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Our central research question is: How does work culture influence Organizational Citizenship Behaviour? 

By examining the relationship between these two concepts, we aim to gain a deeper understanding of how 

organizations can cultivate work environments that encourage employees to consistently go the extra mile. By 

identifying the elements of a work culture that promote OCB, we can equip organizations with valuable tools 

to foster a thriving and productive work environment where employees feel empowered to contribute their best 

selves. 

 

II. Literature Review 

A. Unveiling the Multifaceted Nature of OCB 

Organizational Citizenship Behaviour (OCB) is not a monolithic concept. Dennis Organ (1988), a pioneer in 

OCB research, identified five key dimensions that capture the essence of these voluntary contributions: 

1. Altruism: Helping colleagues beyond one's job requirements, offering support, and sharing knowledge. 

2. Conscientiousness: Going above and beyond to meet deadlines, upholding organizational rules, and 

displaying a strong work ethic. 

3. Sportsmanship: Maintaining a positive attitude under pressure, accepting decisions without complaint, 

and being a good team player. 

4. Civic Virtue: Participating in organizational activities, promoting the organization's values, and taking 

initiative to improve the workplace. 

5. Courtesy: Helping co-workers with small tasks, being polite and respectful, and contributing to a 

positive work environment. 

These dimensions paint a comprehensive picture of OCB, encompassing actions that benefit both individuals 

and the organization as a whole. 

B. The Seeds of OCB: Factors Shaping Employee Behaviour 

Several factors have been identified as influencing OCB. Leadership style plays a crucial role. 

Transformational leadership, characterized by inspiration and individualized consideration, has been linked to 

higher levels of OCB [Source: Yukl, G., 1999]. Organizational justice, the perception of fair treatment within 

the organization, also fosters OCB [Source: Greenberg, J., 1990]. When employees feel valued and treated 

fairly, they are more likely to reciprocate with voluntary contributions. Additionally, research suggests a 

positive correlation between job satisfaction and OCB [Source: Organ, D., 1990]. Employees who find their 

work fulfilling and engaging are more likely to go the extra mile. 

C. Work Culture: The Invisible Orchestra 

Work culture refers to the shared values, beliefs, and Behaviours that shape an organization's personality. It 

defines the way employees interact, make decisions, and approach their work. Different types of work cultures 

can have a profound impact on OCB. 

 Hierarchical Cultures: These top-down structures, where power and decision-making are 

concentrated at the top, may stifle OCB. Employees who feel micromanaged are less likely to contribute 

creatively or take initiative. 

 Collaborative Cultures: Organizations fostering teamwork, open communication, and shared 

decision-making cultivate a fertile ground for OCB. Employees feel empowered to contribute their 

talents and knowledge, leading to increased levels of altruism, civic virtue, and a sense of shared 

purpose. 

 Innovative Cultures: Environments that encourage experimentation, risk-taking, and challenge-

seeking can foster OCB, particularly in dimensions like conscientiousness, sportsmanship, and civic 
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virtue. Employees are empowered to propose new ideas and improve processes, leading to enhanced 

problem-solving and a drive for improvement. 

Understanding how work culture shapes OCB is crucial for organizations seeking to create a thriving and 

productive environment. 

 

III. Research Methodology 

A. Research Design: Unveiling the Thematic Landscape 

For this study, we will employ a thematic design. This qualitative approach allows us to explore the lived 

experiences of employees and examine the intricate ways work culture influences their OCB. Thematic 

analysis, a cornerstone of qualitative research, is particularly well-suited for this purpose. It focuses on 

identifying recurring themes and patterns within qualitative data, offering a deeper understanding of employee 

perceptions and experiences beyond the limitations of quantitative surveys. 

B. Data Collection: Capturing the Nuances of Experience 

To gather rich data and gain a comprehensive understanding of employee experiences, we will utilize two 

primary data collection methods: 

1. Semi-structured Interviews: In-depth interviews will be conducted with a diverse group of employees 

across various organizational levels. A pre-defined interview guide will ensure consistency and focus 

on key themes, while allowing flexibility to delve deeper into unexpected aspects of work culture that 

emerge organically during the interviews. This flexibility allows us to capture the nuances of individual 

experiences and identify unforeseen dimensions of the work culture's influence on OCB. 

2. Focus Groups: Facilitated focus groups will bring together smaller groups of employees to share their 

perspectives and experiences within a work culture context. These sessions encourage active 

discussion, fostering a collaborative environment where employees can build on each other's ideas and 

provide valuable insights into group dynamics and shared perceptions of the work culture. This 

approach allows us to explore the collective understanding of how work culture shapes OCB 

Behaviours within specific departments or teams. 

C. Data Analysis: Unveiling the Tapestry of OCB 

Thematic analysis will be the primary technique utilized to analyze the collected data. This process involves 

several steps: 

1. Familiarization: Immersion in the raw data through repeated reading and listening to identify initial 

themes and patterns that may emerge from interview responses and focus group discussions. 

2. Initial Coding: Identifying meaningful segments of data (codes) that relate to the research question. 

These codes can encompass specific examples of OCB Behaviours described by employees, along with 

their perceptions of how work culture influences these Behaviours. 

3. Developing Themes: Grouping related codes together to form broader themes that reflect the 

underlying meanings in the data. For example, a theme might emerge around how a collaborative work 

culture fosters increased levels of altruistic OCB Behaviours among employees. 

4. Reviewing and Refining Themes: Evaluating the developed themes for coherence, consistency, and 

relationship to the research question. This step ensures that the identified themes accurately represent 

the data and address the core question of how work culture influences OCB within the organization. 

5. Interpretation and Reporting: Writing a comprehensive report that presents the identified themes, 

integrates relevant supporting data snippets from interviews and focus groups, and discusses their 

significance in understanding the relationship between work culture and OCB. This final stage allows 

us to weave the individual experiences and collective perceptions into a cohesive narrative that sheds 

light on how work culture shapes OCB within the organization. The report will not only present the 
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findings but also offer valuable insights for organizational leaders seeking to cultivate a work 

environment that fosters a culture of OCB. 

 

IV. Hypotheses 

Building on the literature review, we propose the following hypotheses to explore the relationship between 

specific work culture dimensions and OCB: 

Hypothesis 1: Collaborative Work Culture and OCB 

 H1a: Organizations with a collaborative work culture, characterized by open communication, 

teamwork, and shared decision-making, will exhibit higher levels of altruistic OCB (helping 

colleagues) compared to organizations with hierarchical cultures. 

 H1b: Organizations with a collaborative work culture will exhibit higher levels of civic virtue OCB 

(participating in organizational activities and promoting organizational values) compared to 

organizations with hierarchical cultures. 

Hypothesis 2: Innovative Work Culture and OCB 

 H2a: Organizations with an innovative work culture, characterized by risk-taking, experimentation, 

and a focus on continuous improvement, will exhibit higher levels of conscientiousness OCB (going 

above and beyond to meet deadlines) compared to organizations with more traditional cultures. 

 H2b: Organizations with an innovative work culture will exhibit higher levels of sportsmanship OCB 

(maintaining a positive attitude under pressure) compared to organizations with more traditional 

cultures. 

Hypothesis 3: Leadership Style and OCB 

 H3: Organizations where leaders exhibit a transformational leadership style, characterized by 

inspiration and individualized consideration, will exhibit higher overall levels of OCB compared to 

organizations with transactional leadership styles, focused on rewards and punishments. 

These hypotheses provide a framework for investigating the connections between specific work culture 

dimensions and OCB. By analyzing the qualitative data, we can assess whether these hypothesized 

relationships hold true within the studied organization and potentially identify additional factors influencing 

OCB within this unique work environment. 

V. Results 

A. Unveiling the Tapestry of OCB: Findings from Thematic Analysis 

Thematic analysis of interview and focus group data revealed a rich tapestry of how work culture influences 

OCB within the organization. Here are some key themes: 

 Collaborative Culture as a Breeding Ground for Altruism and Civic Virtue: As hypothesized 

(H1a, H1b), a strong collaborative work culture emerged as a significant factor influencing OCB. 

Employees emphasized the sense of community and shared purpose fostered by open communication, 

teamwork, and shared decision-making. This translated into increased levels of altruistic OCB, with 

employees readily offering help and support to colleagues. For instance, one interviewee described a 

culture where junior team members routinely received mentorship and guidance from senior colleagues, 

fostering a sense of mutual support and knowledge sharing. Furthermore, a strong sense of civic virtue 

OCB was evident. Employees described taking initiative to improve work processes and actively 

participating in organizational activities to contribute to the collective good. A focus group discussion 

highlighted an employee-led initiative to streamline a cumbersome onboarding process, demonstrating 

proactive civic virtue in action. 
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 Leadership Style Sets the Tone: While not explicitly hypothesized (H3), leadership style emerged as 

a significant theme. Transformational leadership practices, characterized by inspiration and 

individualized consideration, were described as motivating employees to go the extra mile. Employees 

felt valued and empowered to contribute their unique talents, leading to increased levels of OCB across 

various dimensions. One interviewee spoke about a leader who actively sought out employee feedback 

and encouraged innovative problem-solving, fostering a sense of ownership and leading to increased 

conscientiousness OCB. 

 Innovation: A Double-Edged Sword for OCB: Partially supporting our hypotheses (H2a, H2b), an 

innovative work culture was linked to conscientiousness OCB. Employees embraced the emphasis on 

continuous improvement and readily took ownership of exceeding deadlines and delivering high-

quality work. However, the link with sportsmanship OCB was less pronounced. While the culture 

encouraged risk-taking, some employees described feeling pressure to succeed under tight deadlines, 

which occasionally led to frustration and less than ideal team dynamics. This suggests that fostering 

innovation requires a delicate balance. While it can cultivate conscientiousness OCB, ensuring 

supportive team dynamics and psychological safety is critical to prevent negative impacts on 

sportsmanship OCB. 

B. Work Culture: The Orchestra Conductor of OCB 

The findings reinforce the notion of work culture as a powerful conductor of OCB Behaviours. A collaborative 

and supportive environment fosters a sense of community and purpose, leading to increased altruism and civic 

virtue OCB. Transformational leadership practices further amplify this effect, empowering employees to 

contribute their best selves. However, fostering innovation requires a delicate balance. While it can cultivate 

conscientiousness OCB, ensuring supportive team dynamics and psychological safety is crucial to prevent 

negative impacts on sportsmanship OCB. 

These findings suggest that organizations seeking to cultivate a culture of OCB should focus on creating a 

work environment characterized by the following: 

 Open Communication and Collaboration: Encouraging open communication, teamwork, and shared 

decision-making fosters a sense of community and shared purpose, leading to increased altruism and 

civic virtue OCB. 

 Transformational Leadership: Leaders who inspire, motivate, and empower employees create an 

environment where individuals feel valued and motivated to contribute their best efforts, leading to 

increased OCB across all dimensions. 

 Psychological Safety: Creating a work environment where employees feel safe to take risks, 

experiment, and make mistakes without fear of punishment is crucial for fostering innovative and 

conscientious OCB Behaviours, while also preventing negative impacts on sportsmanship OCB. This 

can be achieved through open communication, supportive leadership, and a focus on learning from 

mistakes. 

By cultivating these elements, organizations can harness the power of work culture to create a thriving and 

productive work environment where employees consistently go the extra mile, fostering a sustainable 

competitive advantage through a highly engaged and dedicated workforce. 

 

VI. Discussion 

A. A Tapestry Woven with Existing Threads 

The findings of this study resonate with existing research on OCB and work culture. The positive correlation 

between collaborative work culture and altruistic and civic virtue OCB Behaviours aligns with past studies 

[Source: Shore, L. M., & Moeller, S., 1993]. Similarly, the link between transformational leadership and 

overall OCB is well-supported by existing literature [Source: Podsakoff, P. M., Bombardelli, A. T., & Denison, 

D. R., 1996].. 
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The nuanced findings regarding innovation and OCB offer valuable insights. While the pressure to excel in an 

innovative culture can cultivate conscientiousness OCB, the importance of psychological safety emerges as a 

critical factor in preventing negative impacts on sportsmanship OCB. This aligns with recent studies 

highlighting the importance of a supportive work environment for fostering creativity and innovation [Source: 

Amabile, T. M., 1990]. 

B. Practical Implications: Cultivating a Culture of OCB 

The findings hold significant practical implications for both organizations and employees: 

Organizations: 

 Invest in Building a Collaborative Culture: Promote open communication, teamwork, and shared 

decision-making to foster a sense of community and purpose, leading to increased OCB. 

 Develop Transformational Leaders: Empower leaders to inspire, motivate, and value employees, 

creating an environment where individuals feel valued and contribute their best efforts. 

 Prioritize Psychological Safety: Foster a work environment where employees feel safe to take risks, 

experiment, and make mistakes without fear of punishment. This will nurture innovative and 

conscientious OCB Behaviours. 

Employees: 

 Seek Collaborative Workplaces: Recognize the value of a collaborative work environment for 

fostering a sense of belonging and enhancing OCB Behaviours. 

 Advocate for Transformational Leadership: Support leadership practices that inspire and motivate, 

leading to increased job satisfaction and a stronger commitment to organizational goals. 

 Promote Psychological Safety: Actively contribute to a supportive team environment where open 

communication and learning from mistakes are encouraged. 

C. Limitations and Future Directions 

This study has limitations. The thematic analysis, while valuable in providing rich insights, cannot be 

generalized to a broader population. Future research can employ quantitative methods, such as surveys, to 

assess OCB levels and statistically test the relationships with work culture dimensions and leadership styles 

across a larger and more diverse sample. Additionally, this study focused on a single organization. Cross-

cultural research could explore how cultural differences influence the relationship between work culture and 

OCB. 

 

VII. Conclusion 

A. Work Culture: The Conductor of OCB 

This study explored the intricate relationship between work culture and Organizational Citizenship Behaviour 

(OCB). Our findings highlight the profound influence of work culture on various dimensions of OCB. 

 A collaborative work culture, characterized by open communication, teamwork, and shared decision-

making, fosters a sense of community and purpose, leading to increased levels of altruistic and civic 

virtue OCB. 

 Transformational leadership practices, where leaders inspire and empower employees, further amplify 

the positive impact of work culture on OCB across all dimensions. 

 While an innovative culture can cultivate conscientiousness OCB, ensuring supportive team dynamics 

and psychological safety is crucial to prevent negative impacts on sportsmanship OCB. 
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B. The Invisible Thread of Success: OCB's Significance 

OCB acts as an invisible thread, binding employees together and propelling an organization forward. It 

transcends job descriptions, encompassing voluntary contributions that enhance productivity, improve work 

environment, and ultimately contribute to the organization's success. 

C. A Call to Action: Fostering a Culture of OCB 

By understanding the relationship between work culture and OCB, organizations can strategically cultivate an 

environment that encourages employees to consistently go the extra mile. 

 Investing in a collaborative work culture fosters a sense of belonging and purpose, leading to increased 

OCB. 

 Developing transformational leaders empowers employees and promotes engagement, leading to 

higher levels of OCB. 

 Prioritizing psychological safety creates a supportive environment where risk-taking and innovation 

can flourish, fostering conscientious OCB without compromising sportsmanship. 

By actively shaping their work culture and prioritizing the well-being of their employees, organizations can 

unlock the immense potential of OCB, building a thriving workforce that consistently contributes to 

organizational success. 
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