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THE ROLE OF GENDER, JOB CHARACTERISTICS, JOB SATISFACTION,
AND ORGANIZATIONAL COMMITMENT AS A DETERMINANT OF
ORGANIZATIONAL CITIZENSHIP BEHAVIOR AMONG THE WORKERS
OF WELFARE ORGANIZATION

ABSTRACT

The purpose of this thesis was to investigate the role of gender and job characteristics
and job satisfaction also organizational commitment among welfare workers as a
determinant of organizational citizenship behavior.

This work was carried out in the form of a descriptive-correlative outline, during the
summer of 2018, the statistical demographics of the study includes all workers of the
West Azerbaijan Region Welfare Organization (IRAN). Random sampling based on
the Cochran table chosen as statistical samples. The findings showed a significant
association between the actions of the female gender and the behavior of
organizational citizenship (P<0.01). Also, Pearson's correlation coefficient and
regression were used for data analysis. There is also a significant relationship between
job characteristics and organizational citizenship behavior. The variables of job
satisfaction, organizational commitment, autonomy, and payment system significantly
explain the variance of employees' organizational citizenship behavior variables.
Also, the findings showed that the relationship between the total score of job
satisfaction and dimensions of physical condition leadership style, organizational
atmosphere, job variety, with organizational citizenship behavior, the welfare workers
of West Azerbaijan province have a positive and meaningful relationship and
correlations also show that high score in these variables is associated with a high score
in organizational citizenship behavior.

Keywords: Gender, Gender role, Gendered job-type, Gender stereotype, Job

characteristics, Organizational citizenship behavior, Organization, Autonomy,
Feedback, Job commitment
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REFAH ORGUTU CALISANLARI ARASINDA ORGUTSEL
VATANDASLIK DAVRANISININ BELIRLEYICISI OLARAK CINSIYET, IS
OZELLIKLERI, IS DOYUMU VE ORGUTSEL BAGLILIGIN ROLU.

OZET

Bu tezin amaci, toplumsal cinsiyet ve ig Ozellikleri ile is tatmininin roliinii ve ayni
zamanda sosyal gilivenlik calisanlar1 arasinda oOrgiitsel vatandaglik davraniginin
belirleyicisi olarak orgiitsel baglilig1 incelemektir.

Bu calisma, tanimlayici-korelatif bir taslak seklinde gerceklestirildi, 2018 yazinda,
calismanin istatistiksel demografisi Bati Azerbaycan Bolgesi Refah Orgiitii'niin
(IRAN) tiim calisanlarim igeriyor. Tesadiifi oOrnekleme Cochran tablosuna
dayanmaktadir. Bulgular, kadin cinsiyetinin eylemleri ile orgiitsel vatandaslik
davranis1 arasinda anlamli bir iliski oldugunu gdstermistir (P<0.01). Ayrica veri
analizi i¢in Pearson korelasyon katsayisi ve regresyon kullanilmistir.

Ayrica is 6zellikleri ile orgiitsel vatandaslik davranisi arasinda anlamli bir iliski vardir.
Is tatmini, orgiitsel baglilik, dzerklik ve ddeme sistemi degiskenleri, ¢alisanlarin
orgiitsel vatandashk davranmis1 degiskenlerinin  varyansim1  O6nemli Olgiide
acgiklamaktadir.

Ayrica, bulgular i doyumunun toplam puani ile fiziksel durum liderlik stilinin
boyutlari, orgiitsel atmosfer, is ¢esitliligi, Orgiitsel vatandaslik davranisi, Bati
Azerbaycan eyaletinin refah iscilerinin pozitif ve anlamli bir iligski ve korelasyonlari
oldugunu gostermistir. bu degiskenlerdeki yiliksek puanin orgiitsel vatandaglik
davranisindaki yiiksek puanla iligkili oldugunu géstermektedir.

Anahtar Kelimeler: Cinsiyet, Cinsiyet rolii, Cinsiyetli is tiirii, Cinsiyet kalipyargist,
Is ozellikleri, Orgiitsel vatandaslik davranisi, Orgiit, Ozerklik, Geri bildirim, Is
taahhiidii

X1X






1. INTRODUCTION

Throughout the mechanical age, the most worry and stress of management way
find a modern way to create manual laborers that increasingly profitable. So, there
was a scientific management system by Taylor that was very popular in the 20th
century. If we want to talk about the nature and essence of this model we can say
the way a harsh and strict from top to bottom hierarchy, to an extreme little
division of labor with foreordained strategies of doing each
work.(Warner,1990:17).

However, if we want to talk about the 1980s, we can say that today's knowledge-
based economy cannot be comparable with the hierarchical and administrative
and bureaucratic organizational format of the 1980s, that mass production was
the idea of this era.In this century, 21st, we can see big and massive change and
conversion, from manufacturing to full developed information-based era.

(Teo,lakhani, Brown,2008:683).

Furthermore, differentiation and contrast between this century and 20th century

can bee understood by the Drucker (1994) synopsis:

The real significant and actually truly unique, the contribution of management in
the 20th century was 50 years increase in production of the manual workers in
manufacturing. The most important contribution management needs to make in
the 21st century is similarly to increase the productivity of knowledge work and
knowledge workers. The most valuable property of the 20th-century company
was its production equipment but the most valuable asset of the 21st-century

institution will be its knowledge workers and their productivity.

Therefore we can say that the actors in today's knowledge-based economy have
acknowledged that the company and firms with the highest degree and quality of
knowledge work are the ones that grow very fast and creates more profits if we
want to clarify it, it means today an organization's growth prospects highly

depend on their knowledge workers because knowledge workers can produce the



information, extract meaning from it and create solutions and address, complex

problems accordingly. (Davenport,2005:6)

Therefore, from an employment relations outlook, it is very important to
understand and realize the factors that influence knowledge worker's

performance.

Moreover, more than forty years ago, a researcher who was Katz(1964)
recognized two aspects and feature of individual performance: First In-role,

Second: Extra-role.

If we want to explain the role theory, we can explain it as a powerful and
significant social psychology theory, that deliver the theoretical base and
foundation for describing the difference and regularity of individual behavior.
The inner idea and picture of the role theory is the role. The words "role" comes
originally from the theater, that mention to the script managing the behavior of
actors. social psychologists believe that people's place and position in social
relations establish their social behavior, which is the same and similar to the script
controls of the behavior of the actor. In this case, the first expert and scholar who
proposed the idea of role in social psychology was George Herbert, but he did not

explain the clear meaning of the role.

George only used it as a metaphor to show the case that different individuals
showed similar behaviors in a similar situation. Otherwise, we have opinions of
H.H Kelly and J.W Thibaut, that they said the role was the system, by which other
expected a sequence of the behavior of an individual in a definite position in the
interaction mechanism, and the system, by which individual in the certain and
clear position expected of their own behaviors. In an organization, an individual
is an element and member of that organization, whose behavior will be different

based on a different situation that he or she faced.

With this background and basis, the concept of in-role behavior comes into being.
Furthermore,in-role behavior also means core-task behavior. This idea and image
for the first time offered by Katz and Kahn officially, in Katz opinion,in-role
behavior was a kind of behavior that demonstrates as a part of employees work

and task and reflected in the formal salary system in the organization. As well as,



Williams and Anderson explain the in-role behavior as all the behaviors that are

very important for the fulfillment of the responsible and in charge work.

Katz also considers three important and main behaviors that have very important
effects on the effective operation of the organization, i.e. people should specify
two things, entering the organization and hold the identity of an organization
member. Also for the role, in an independent way, each member of the

organization must comply and fulfill the specific requirement.

Moreover, members will automatically produce and create many acts other than
the role requires Kats noticed that: The organizations that depend on the behaviors
required by the job description were the fragile and breakable social system. As
well as, the Extra-role behavior the applied and practical significance of the OCB
is improving and boost the effectiveness. OCB can be separated into two parts:
the first part is the organization-oriented OCB. for this section, the concentration
is on the organization. For instance: stick to not formal rules that goal is to hold

the work orders. etc.

The second part is the individual-oriented OCB. For this section, the main goal
of subjective behavior is to benefit and give advantage to the person, Also
indirectly contribute to the organization in this way. For example, help an
organization who was absent in another way interpersonal assists. Altruism is
labeled for the individual-oriented OCB. Empirical investigation and research

show and prove that OCB gives advantage and also benefit to the organization.

In such different ways, like the satisfaction of customer quantity and quality of
the products or service, sales performance, complaints of customer and income
(Karambayya,1990; Podsakoff& Mckenzie,1994:351). Podsakoff and associates
clear and explain the way that OCB effect and efficacy in organizational
performance. Managerial productivity and coworker boost by OCB. Moreover,
OCB can work as harmony and coordination between the group individuals and

over work bunches.

OCB attract and keep elite people by making the work setting the more attractive
and noteworthy location for working. Additionally, OCB may increment the
consistency of organizational execution by decreasing changeability. Moreover,

OCB increments the organization's capacity to adjust and suit to unused natural



changes. Also at the end, OCB increases organizational effectiveness by

generating social capital.

1.1 Significance of the study

The idea of Organization Citizenship Behavior (OCB) in the early 1980s by Smith
etal. (1983) also by Bateman and Organ (1983) has been reported to the scope of
Organizational Behavior and has been studied strongly up to now. Depends on
Podsakoff et al. (2000) that he has been stated between 1983-1988, the number
of research published on OCB was only thirteen. Focus and research on OCB
developed in many other disciplines like marketing, human resources
management, hospital management, international management, and industrial and
labor law (Podsakoff et al., 2000). However, OCB has been researched and focus
in many areas and sectors but in the educational sector is as well unfamiliar.

(Cheng, 2004).

Between teachers of the school, OCB has not been studied. Oplatka has stated, “a
search for articles on OCB in schools yields substantially fewer than 10 citations

worldwide” (Oplatka, 2006:386).

Based on the researcher's information, OCB has not been studied much in Turkey.
Based on research by Cetin (2004) between 2001-2002 that was on OCBs of
teachers who work in Istanbul,719 teachers working in pre-school, primary
education, and high schools have participated in the study. She has tried to
measure the degree of levels of OCBs of teachers. She has considered that
teaching job consists of high level of OCB naturally. The factor analysis of the
questionnaire she has developed and used had five factors and that were in
accordance with the dimensions of Organ (1988); Namely Humanism,
Conscientiousness, Modesty and Obeisance, Athleticism and Bravery, and Social

pietism.

Research on 61 pilot results have shown the Cronbach Alpha of the scale as 0.96.
The mean values for these dimensions were calculated with reliabilities ranging
between 0.62 and 0.98. The mean value for the altruism dimension was the
highest of all the other dimensions (mean= 4.02, with a standard deviation of

1.20). The mean values for the other dimensions ranged between 3.48 (standard



deviation= 1.17) and 3.66 (standard deviation= 1.51); showing high levels of
OCB for her sample.

Maximum parts of recent research on OCBs have centralized on identifying the
antecedents. The important research history of OCB can be explained as job
fulfilment, be loyal to the organization , and perceived organizational fairness.
(Bolino, Turnley, and Bloodgood, 2002; Ertiirk et al., 2004; Moorman et al. 1993;
Organ and Ryan, 1995; Podsakoff et al., 2000; Schappe, 1998). However, these
three variables have rarely been included in the same study or studied at the same
time on the same sample. According to the current knowledge of the researcher,

this is also valid for the organizational sector in Iran.

In order to provide an understanding of the relationships between its mostly
studied antecedents and OCB in different work occupations and in different
cultures, we studied OCBs of Welfare organization's employees working in

Urmia, Iran.

In this analysis, emphasis is on the factors and elements which are evaluated and
checked for their relation and relationship with each other. it discloses why such
elements like gender, characteristic and feature of the job, job fulfillment, and
satisfaction of it, and be loyal to the organization can be select and choose as
factors and variables that affect and modify the OCB. (organizational citizenship

behavior) at welfare organization.

Also, elements and variables of this research like (Gender, job characteristics,
job satisfaction and organizational commitment, OCB) should be tested and
evaluated by considering societal parts of organizational behavior. The most
important and significant target of this study is that job features and
characteristics (like skill variety, task identity, task significance) control and
administer of the worker to create and shape positive and negative sides of faith
and feeling toward their profession and organizations. In addition, this research

help to study the OCB literature.

This part brings up two paths and methods in which this research is significant
and considerable. First of all the scope of research focus on elements and factors
with linking and relations with each other are tested and evaluated. It discloses

why these elements and factors like Job characteristics, Job satisfaction, and



Organizational commitment and Gender are picked out as a variable that
influence and modify the OCB. The second reason, societal part, and sight of
organizational behavior is mentioned and talk through to shows and clear up why
the variables and elements of this research like (Job characteristics, Job
satisfaction, and Organizational commitment, Gender and OCB) should be tested

in Urmia, Iran.

Other than, both the field and social significance of the study and research clear

up the potential commitments of this study to the OCB literature.

1.2 Scope of the Study

Orientation and Attitudes are the feelings and beliefs of an individual that are
“held with respect to some aspect of the individual’s world, such as another
person, a physical object, a behavior, or a policy” (Ajzen & Fishbein, 1977, p.
889). The organizational behavior researchers have fundamental job-related
attitudes about Job satisfaction and organizational commitment. The scope of
pleasing and gratifying of employees reflects job satisfaction. (Griffin, 2006). It
is one of the most researched topics of organizational behavior literature due to
its strong relations with turnover intentions (Tett & Meyer, 1993) and OCBs
(Organ & Ryan, 1995).

Furthermore, another attitude that refers to the employee's dependency and
attachment to his or her organization is organizational commitment. One research
by Mowday and associates (1979) shows that highly committed employees are
more likely to devote the energy and time of himself or herself to the organization.
In the research of Mathieu and Zajac (1990), it is clear that lateness and turnover-
rate were low and attendance was high among committed employees.
Moreover,0OCB and organizational commitment are strongly related to each other.
(Meyer and Allen 1997). Organizational factors and personal and effected
attitudes. Organizational factors consist of attributes specific to the work itself
(i.e., job design) and the organization (i.e., the working conditions, pay, tenure,

the workgroup, and supervisor support).

In this study, we focus on the variables whose relations with each other are

examined. It reveals why gender, job characteristics, job satisfaction, and



organizational commitment are selected as the variables that affect
OCB(organizational citizenship behavior) at welfare organization. The aim of this
thesis is to consider the efficacy of job characteristics on OCB through

intermediations of job satisfaction and organizational commitment and gender.

In literature the relationship and union between task features and characteristics
and OCB you can see less than research on the relation between OCB and job
satisfaction and fulfillment and job commitment. (McWilliams, Noblet, Teo, &
Rodwell, 2006). Minimal inquiry into leadership and management alternatives (
Bommer, 1996; Podsakoff, Niehoff, MacKenzie, & Williams, 1993; Farh,
Podsakoff, & Organ, 1990) has inspected this relationship.

1.3 Cultural Relevance

In the organizational behavior area, civilization and culture was recognized as an
important principle to clarify the discrepancies between study results (Cohen,
2007). Civilization and society is viewed as a key role on a limited scale when
analyzing workforce attitudes, habits and beliefs (Wasti, 1995). Community and
culture is the human-made part of nature. Kluckhohn (1951) describes culture as

shaped mindsets, sensing, and responding.
As claimed by Hofstede(2001):

“Culture could be defined as the interactive aggregate of common characteristics
that influence the human group’s response to its environment. Culture determines
the uniqueness of a human group in the same way personality determines the

uniqueness of an individual”. (p. 10)

Because of the deep level that people can not aware of it, culture can play an
important role in organizational behavior. Many theoreticians of social behavior
ignore the role and impress of culture because of unexamined and not tested
templates, of thought that seems so natural (Triandis, 1983, p. 139). As an
outcome of the globalization of markets followed by the need for understanding
the dynamics of employees’ attitudes in non-US cultures, researchers felt the need
to reexamine the models for their applicability and generalizability to other
countries and cultures (Kwantes, 2003; Vandenberghe, Stinglhamber, Bentein,&

Delhaise, 2001).



Particular characteristics of society that people exist in, indicate the
organizational structure and behaviors. “Domestic society affects how piles
individuals think about what is acceptable, civilized behavior and how one
behaves towards strangers and coworkers, how one treats and how one

interatomic culturally”’( Wang, Bendoly, & Zhang, 2007:257).

In this concept, organizational citizenship behaviors, job characteristics, job
satisfaction, and organizational commitment and gender are influenced by the
culture (i.e., norms, thoughts, values, stereotypes) of the society. For example, a
power span or power degree in one society influences the discretion level
attributed to an employee. In a society that power span is more than normal, the

hierarchal structure block the autonomy.

Based on one experiment that is showed that perseverance and doctrinaire and
normative commitment effect the power hierarchy and the gap between the power
who has it. (Clugston, Howell, Dorfman 2000). There is one way to show and
determine the relationship and correlation between employees is collectiveness
and individuality of society. However, the precedent of employees' opinions and
tendencies and manner can be different between the countries and different

cultures.

Based on one research by Kwantes (2003), between three categories of
commitment (continuance commitment, normative,affictive) only affective one,
had relation and associated with OCB in American sample, while in Indian sample
we can see continuance commitment and also effective was meaningful. Based
on Lin, Early, and Farh (1997:421), that show and explained that we know very
little about OCB in a global context. There is one fact that cultural pressure and
limitation effect the theories of job characteristics,organizational commitment,

job satisfaction, gender study, and OCB. (Aycan, Kanungo, Mendonca,2000).

1.4 Research Questions

In this study, we focus on the variables whose relations with each other are
examined. It reveals why gender, job characteristics, job satisfaction, and
organizational commitment are selected as the variables that affect

OCB(organizational citizenship behavior) at welfare organization. Also, the



cultural aspect of organizational behavior is discussed to determine that why the
variables of this study (Gender, job characteristics, job satisfaction, and
organizational commitment, OCB) should be analyzed in this organization. And
also, we search and determine, that there is a relationship between gender, job
satisfaction, job characteristics, organizational commitment with organizational

citizenship behavior of welfare workers in West Azerbaijan.
The main goal and intent of this study is to answer and clear these questions

1) Are job characteristics, gender, job satisfaction, organizational commitment,

significantly associated with OCB?

2) Are Gender, job features, job gratification, and satisfaction and institutional
commitment anticipate welfare workers ' organizational citizenship behavior or

not?






2. LITERATURE REVIEW AND THEORETICAL FRAMEWORK

In this component, we provide a comprehensive evaluation and revision of OCB,

its dimension and aspects, related concepts and its history.

2.1 Organizational Citizenship Behavior: Its Roots and Related Frameworks

In one research by Organ and Batman in 1983 that demonstrate "citizenship" as
behavior and facilitate the social machinery of organization and explain one labor

as "Good citizens " as an employee who engages in such behaviors (P:654).

Although the roots and history of OCB go back to many years ago, but in one
research by Bernard (1938), shows that if one organization want to reach
organizational target all employee should willing to cooperative system. Later on
studies by Katz (1964) and Katz and Kahn (1966), it explained that for successful
operation and running of organization productiveness and cooperative behaviors
besides tradition job requirement are necessary. Katz (1964) explains 3 types of
behaviors that are important for an organization to be successful and better

performance.

Based on Katz's research people should be motivated to enter and stay in the
system, they must do their tasks and assignment in an appropriate way, in
addition, the employee should be innovative and besides normal tasks should be
spontaneous in doing and completing the activity. In some situations like
changing in human resources, organizational environment , and different
conditions related to operations and tasks, an organization can not do and take
steps against them. Because of that, innovation and spontaneous behaviors are

necessary to overcome such settings and keep on functioning effectively.

In order to highlight the importance of such behaviors he stated that “If the system
were to follow the letter of the law according to job descriptions and protocol, it

would soon grind a halt” (Katz, 1964: 133).
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Bateman and Organ (1983) and Smith, Organ, and Near (1983) have defined the
term “Organizational Citizenship Behavior” firstly, based on Barnard’s
“willingness to cooperate” concept (1938) and Katz’s “innovative and
spontaneous behavior” concept (1964). Taking into consideration that the OCB
construct is offered recently, there is a rapid growth of research on this topic.
Therefore, it is inevitable that the formation of the different forms of similar

concepts of OCB and categorization of similar dimensions of OCB.

This situation leads to confusion about the nature of the construct and seeking the
conceptual similarities and differences among prosocial organizational behavior,
contextual performance, and organizational spontaneity. Some dimensions of
these related constructs have similar definitions but named differently. This
results in confusion within the dimensions. Podsakoff, MacKenzie, Podsakoff,
Paine, and Bachrach (2000) have discussed various forms of “citizenship”

behavior constructs.

Smith, Organ and Near’s (1983) OCB categorization consists of two dimensions
that are altruism and general compliance. Altruism is the most fundamental and
requisite dimension because of the fact that it is mentioned by several researchers
who are interested in OCB construct (Borman & Motowidlo, 1993, 1997; George
& Brief, 1992; George & Jones, 1997; Graham, 1989; Organ, 1988; Smith, Organ,
& Near, 1983; Van Scotter & Motowidlo, 1996; Williams & Anderson, 1991). It
is defined as “behaviors that directly and intentionally aimed at helping a specific
person in face to face situations” (Smith, Organ, & Near, 1983: 657). Generalized
compliance is also defined as “pertains to a more impersonal form of
conscientiousness that does not provide immediate aid to any one specific person,
but rather is indirectly helpful to others involved in the system”. The behavior
(e.g., punctuality, not wasting time) seems to represent something akin to
compliance with internalized norms defining what a “good employee ought to do”
(Smith et al., 1983: 657). In 1988, Organ designates general compliance as

conscientiousness.Organ has identified five dimensions of OCB.

Altruism is delineated as “voluntary actions that help another person with a work
related problem such as instructing a new hire on how to use equipment, helping
a coworker catch up with a backlog of work, fetching materials that a colleague

needs and cannot procure on his own” (Organ, 1990: 96). Helping and assisting
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to new employee, or helping a co-worker who has heavy workload are nice

examples to altruism.

Conscientiousness is “a pattern of going well beyond minimally required levels
of attendance, punctuality, housekeeping, conserving resources, and related

matters of internal maintenance” (Organ, 1990: 96).

Courtesy “subsumes all of those foresightful gestures that help someone else
prevent a problem—touching base with people before committing to actions that
will affect them, providing advance notice to someone who needs to know to
schedule work™ (Organ,1990:96). Courtesy mentions that helping to other
employees or taking actions in order to prevent problems or troubles that are
potential to occur. For example, leaving the files and papers in a tidy or systematic
condition is an example for courtesy, because this action is a precaution for
spending less time for finding the exact paper or file when necessary. This is a
beneficial behavior for the other employees and for organizational effectiveness

overall.

Civic virtue includes commitment to organization generally. Attending to
meetings actively and voluntarily, expressing opinions which are beneficial to
organization, engaging to policy debates, gathering data from environment for
threats and opportunities, locking doors and reporting hazards for safety issues
are some examples of civic virtue behaviors. This dimension comes from
Graham’s discussion about responsibilities of “citizens” in organization. Civic
virtue is defined by Organ (1988) as “is responsible, constructive involvement in
the political process of the organization, including not just expressing opinions
but reading one’s mail, attending meetings, and keeping abreast of larger issues

involving the organization” (P. 96).

(13

Sportsmanship is “a citizen-like posture of tolerating the inevitable
inconveniences and impositions of work without whining and grievances”

(Organ, 1990: 96).

Williams and Anderson (1991) have categorized organizational citizenship
behavior into organizational citizenship behavior-organizational (OCB-0O) and
organizational citizenship behavior-individual (OCB-I) drawing on Organ’s

categorization. OCB-O is the “behaviors that benefit the organization in general”
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(P. 601). Informing the co-workers when it is not possible to go to work, being
tied to informal rules in order to preserve order or discipline, working extra hours
are some example to OCB-O. The main aim is supporting the well-functioning of
the organization. On the contrary, OCB-I is described as “behaviors that
immediately benefit specific individuals and indirectly through this means
contribute to the organization” (P.602). Being interpersonal, relationship-
oriented, helping and assisting other employees regarding the absenteeism of one
employee and being interested in other employees personally are kind of OCB-I
behaviors. Therefore, OCB-I affects the overall effectiveness of organization

indirectly.

Based on the Organ’s categorization, OCB-O consists of sportsmanship, civic
virtue and conscientiousness and OCB-I consists of altruism and courtesy

(LePine, Erez, & Johnson, 2002; Hoffman, Blair, Meriac, & Woehr, 2007)

In brief, OCB is a multi-dimensional concept. In literature, there are different
typologies of OCB. Several researchers have offered different dimensions as
mentioned above. The most commonly used and cited typology is the five factor
model of OCB which is offered by Organ (1990). Podsakoff and his associates
(2000) have operationalized this model.

2.2 Variations In Organizational Citizenship

In OCB, job-related behaviors, categorized into two groups "in the role and extra-
role " (Katz and Kahn,1978). In-role behavior (IRB) has been defined as behavior
that is required or expected as part of performing duties and responsibilities of an
assigned work role, whereas extra-role behavior is discretionary behavior that
benefits the organization and that goes beyond the existing role expectations (Van
Dyne et al., 1995). These categories have too been labeled as “core” and

“discretionary” behaviors.

Core task behaviors or IRB were defined by Katz and Kahn (1997) initially. These
behaviors are described as being part of one’s job and recognized by the
organization’s formal reward systems. Williams and Anderson (1991) identified
these behaviors as completing all required assignments or working full 8-h day.

Extra role behavior can be labeled as organizational citizenship behavior that is
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not recognized by the formal reward system. Van Dyne, Cummings and McLean-
Parks (1995) defined extra-role behavior (ERB) which covered OCB within a
larger framework. ERB is a very similar concept to OCB and defined as “behavior
that attempts to benefit the organization and that goes beyond existing role

expectations” (Organ, Podsakoff and MacKenzie, 2006:33)

Considering the improvement of OCB, this concept is developed by Barnard
(1938) as “willingness to cooperate”. Barnard (1938) has adduced that employees
should be desirable in order to make a contribution to organization while

succeeding in organizational goals.

Katz (1964) has mentioned three types of behaviors that are beneficial to
organizational endurance and effectiveness. Firstly, employees must be assured
in order to take part in the system of organization. Secondly, they should fulfill
the requirements of role assignments which are defined by the organization.
Thirdly, employees should engage in behaviors that go beyond their assigned
roles to accomplish organizational aims. Therefore, Katz has make a distinction
of individual performance as in-role and extra-role. It is defined that in-role
behaviors are assigned roles which are declared by the organization. In other
words, these assigned roles are written in the job description of the employee. In
contrast to that, extra-role behaviors are not written or mentioned in
organizational standards or authority which is also used for job description and

these behaviors are not assigned role of employee.

While working in different jobs, people may perform same extra-role behaviors
and the aim of these behaviors is to help in order to succeed in the organizational
objectives. Also, these extra role behaviors are “innovative and spontaneous”

behaviors that are required for organizational well-functioning.

Katz and Kahn (1966) has pointed out that extra-role behaviors increase well-
functioning of organization. As a result, in the course of time, organizational
citizenship behavior has become mandatory and necessary for the organizations
while discovering the importance of OCB for organizations’ continuity and high

performance.

The comprehensive definition of OCB is written by Organ (1988). Organ (1988)

defined organizational citizenship behaviors as
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“Individual behavior that is discretionary, not directly or explicitly recognized by
the formal reward system, and that in the aggregate promotes the effective
functioning of the organization. By discretionary, we mean that the behavior is
not an enforceable requirement of the role or the job description, that is, the
clearly specifiable terms of the person’s employment contract with the
organization; the behavior is rather a matter of personal choice, such that its

omission is not generally understood as punishable.” (p.4).

In brief, the behavior must be exhibited voluntarily, that is; neither role-
prescribed nor part of formal job duties (Van Dyne et al., 1995). Secondly, OCB
is not recognized by the formal reward system. Despite the fact that OCB is not
rewarded and it is not mentioned in the work contract, Organ (1997) has stated
that these types of behaviors may enable some accretion in salary or promotion,

however; these rewards would be indirect and uncertain.

Lastly, OCB increases organizational effectiveness, by contributing to the well-
functioning of the organization. These behaviors are seen as beneficial for the
organization (Van Dyne et al., 1995). Without noticing, employees make a
contribution to organizational survival and effectiveness by performing OCB
such as helping a new coworker or facilitating the workload of a colleague and

voluntarily attending to the meetings, not exaggerating the trivial problems.

2.3 Job Satisfaction

Most of the researchers have focused and pay more attention to job satisfaction.
it is one of the themes in organizational behavior that studies that have more than
another topic in organizational behavior literature and based on (Ghazzawi,2008)

up to 1990s more than 12000 studies and research were published.

One of the reason is that job satisfaction effect different types of behavior and it
affects the welfare of staffs. (Jones &George 2008). Locke (1995) defines a work
“as a composition of tasks and responsibility, roles, connections, benefits, and

rewards relating to a specific individual in a specific organization” (p. 123).

Based on one research by Lock (1995), assertion and judgments of all parts of the
work like work itself, the workmates, and organizational setting illustrate and

clarify work fulfillment. It moreover depends on the employee’s dispositional
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characteristics. Agreeing to Locke and Weiss (2001), work fulfillment is “a
pleasurable passionate state coming about from the examination of one’s work;
an full of feeling the response to one’s work; and a state of mind towards one’s

work” (p. 282).

The preceding classification of job satisfaction is different in literature. The
significance and importance of the source of job satisfaction for management and
psychologist researcher are different. Kreitner and Kinicki (2007) pointed out that
“researchers estimate that 30% of an employee’s job satisfaction is associated

with dispositional and genetic components” (p. 212).

Based on individual innate dispositions shows that if employee have changed the
his or her job and employer the job satisfaction is stable again. By using a
longitudinal database, Staw and Ross (1985) found that job satisfaction was stable
over a five year period of time even though the employees changed employers
and occupations. There is one study that circumstance factors like characteristics
of the job, management practices, pay, tenure, work conditions, relations with

coworkers, and opportunities that work provides can be seen in highlights.

For example, intrinsically satisfying tasks, which provide a sense of
responsibility, recognition, advancement, good supervision, flexibility, and job
security improve job satisfaction while unfair treatment, unpleasant physical
working conditions, and routine tasks reduce job satisfaction. In the case of the
absence of job satisfaction employee turnover and absenteeism may increase

(Koys, 2001; Mossholder, Settoon, & Henagan, 2005).

In most of research and studies the connection between OCB and job satisfaction
has been checked and evaluated in the literature and job satisfaction that suggest
strong predictor of OCB (e.g., Bateman & Organ 1983; Moorman, Niehoff, &
Organ,1993; Farh, Podsakoff, & Organ, 1990).

One study by Barnard (1938) that he shows that tends to help and cooperate in
one organization and system affected job satisfaction. Furthermore, the length of
job satisfaction shows a positive mood state, satisfied employees, who engage

and participate in citizenship behaviors (Bateman and Organ :1983).

There is one research by Bateman and Organ (1983), that shows the connection

and relation between job satisfaction and OCB its really stronger than other
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research that shows the link between performance and job satisfaction. According
to Bateman and Organ (1983), the weak relationship between job satisfaction and
performance was due to the narrow definition of performance such as the quality

and quantity of the work done.

Most of the studies show OCB as an implementation and performance type rather
than just the amount and quality and level of the work. Taking after this basis,
numerous analysts given bolster for the impact of work fulfillment on OCB (e.g.
Organ, 1988; Podsakoff, Niehoff, MacKenzie, & Williams, 1993; Organ & Lingl,
1995; Organ & Ryan,1995).

In spite of the fact that directional causality between job satisfaction and OCB is
unclear, there's an extraordinary deal of inquiring about that proposes a critical

positive relationship between OCB and job satisfaction.

Job Satisfaction has received a lot of attention in the last decades and it is still
one of the most important and highly researched yet broad variable topics in the
area of HRM. The concept of employees’ satisfaction has been developed and
defined in many different ways by various researchers, scholars, and practitioners
interested in finding out why some people report being very happy and pleased
with their jobs, whereas other people on the contrary report being very unhappy

and dissatisfied with their jobs.

According to Dugguh & Denies (2014) Locke (1976) defines job satisfaction as
a feeling of pleasure arising from a sense of achievement on one’s job. Wong &
Laschinger (2013) state that job design is one of the principal factors that need to
be evaluated when discussing job satisfaction. Job design is defined as outlining
tasks, duties, and responsibilities and describing the work processes and structure
at the workplace in relation to the job analysis performed. Job design is concerned
with organizing and arranging jobs in order to improve organizational efficiency

and employees’ satisfaction (Amin et al., 2017).

Singh & Jain (2013) define job satisfaction as an emotional response and people
feel not only about their jobs but also the different features of their jobs. As
indicated by this approach a worker may be content with one or more aspects of
his job but at the same time may be dissatisfied with other certain aspects relating

to the job.
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For instance, some employees may be satisfied with their salaries, relationship
with coworkers and supervision but may be dissatisfied with organizational
communication and rules and procedures that need to be followed in order to

complete a given task.

Job satisfaction plays a very fundamental role in the workplace daily it is very
crucial, therefore for the employers and human resource managers to know more
about it, its determinants and its overall fit into the company’s goals and
objectives because lack of satisfaction has a huge impact on a company’s

productivity (Javed, Balach &Hassan 2014).

To support this view Iskandar, Ahmad & Martua, (2014) state that the success of
any organization depends on the workers who really enjoy doing their jobs and
feel rewarded and appreciated for their contribution to the company’s overall
success. Positive and negative attitudes towards the job play very important roles
in the workplace, therefore, in order to attain high level of performance through
productivity and efficiency employers must pay great attention to employees’

satisfaction and well-being (Dugguh & Denies, 2014).

Job satisfaction is undeniably the employees’ attitudes; motivation, feelings, and
level of contentment they feel towards their jobs, which can with no doubt affect
performance. In many studies employee satisfaction is regarded as employees’
personal expectations between the effort and commitment they put towards their
jobs with the actual outcome in a form of salary and benefits they get as a sign of

recognition and appreciation for doing that job (Millan, 2013).

2.4 Organizational Commitment

Commitment has been defined and operationalized differently. What is general
for all the different definitions is the conviction that commitment ties an agent to
his/her organization and in this way decreases the likelihood of turnover (Meyer,
Becker, & Vandenberghe, 2004). An employee is engaged in his / her
organization, profession, job, supervisor, work and work community (Cohen,

2007; Snape, Chan, & Redman, 2006).

“Organizational commitment and loyalty are characterized as the relative power

and affiliation of the person with a particular company and its engagement.”

19



(Steers, 1977, p. 46). The key reason why social scientists have been so interested
in engagement is its connection with a performance at work, unavailability, and

revenue.

This can be since committed employees are seen as profitable and committed
individuals of the organization who are less likely to take off their organizations.
For instance, the meta-analysis conducted by Meyer and associates (2002)
revealed that the three components of organization commitment (i.e.affective,
normative, and continuance commitment) were negatively correlated with

turnover.

Dedicated workers were believed to be loyal and efficient. Linked with dedication
are favorable outcomes such as symbolic management, work performance,
involvement, amount of work and person surrender for the company (Somers &

Birnbaum, 1998).

Most generally, corporate engagement is beneficial to society because it carries
in job innovations and offers greater efficiency and effectiveness of service
(Mathieu & ajac, 1990). Institutional dedication has been observed with curiosity

since its association with an array of positive outcomes in the work.

As a consequence of this increasing interest, a large number of analytical theories
have been explored as a result of corporate engagement and have followed other

job-related principles. (Mathieu & Zajac, 1990).

Despite the possibility of changing the operationalization and concept of
corporate engagement, the common element is the focus on the relation between

the employee and the company.

Mowday, Steers, and Watchman (1979) and Steers (1977) describe institutional
engagement by stressing the behavioral character of the theory as the relative
strengths of the defining evidence and participation of a person in a particular

organization. ” (p. 226).

There are three elements that define organizational participation, as shown by

Watchman, Lyman, Steers, Mowday, and Boulian (1974).:
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Acknowledgment of and conviction in organizational objectives and values,
eagerness to apply exertion for the organizational well-being, and a solid crave

to stay with the organization.

The calculative frame of the organizational commitment, on the other the hand is
characterized as “an auxiliary phenomenon which happens as a result of person-
organizational exchanges and changes in side-bets or ventures over time”
(Hrebiniak & Alutto, 1972, p. 556). According to this view, the thought process
that ties an person to an organization is the sunk costs, speculations that the

person made to himself and the organization.

Given the distinction between behavioral and methodical organizational
commitment, it should not be forgotten that both of them involve elements of
another and that employees that experience both kinds of engagement at the very
same time as degree shift. Additionally, Such two types can also be more linked

over the period. (Mathieu & Zajac, 1990).

The association in and recognizable proof with an organization may influence the
size of the misfortune related with leaving the organization . O’Reilly and
Chatman (1986) characterized organizational commitment as “the mental
connection felt by a individual for the organization; it'll reflect the degree to
which the person internalizes or embraces characteristics or viewpoint of the

organization” (p. 493).

Influenced by O’Reilly and Chatman (1986), Allen and Meyer (1990) known 3
parts of structure commitment that replicate completely different psychosocial
states, every of that determines whether or not the worker can stay with the
organization (Lee, Allen, Meyer, & Rhee, 2001). The study of Hackett and
coauthors (1994) supported the existence of Allen and Meyer’s (1990) three-

component model.

The first dimension is termed as emotive commitment. This dimension relies on
Kanter (1968) United Nations agency outlined commitment as a disposition to
allow energy associate degreed loyalty to the organization and “the attachment of

an individual’s fund of affectivity to the group” (p. 507).

Allen and Meyer outlined emotional commitment as “affective and emotional

attachment to the organization such the powerfully committed individual
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identifies with, is concerned in, and enjoys membership in, the organization”
(p.2). More comprehensively, Jaros and colleagues (1993) outlined effective
commitment as “the degree to that a personal is psychologically hooked up to a
corporation through feelings of loyalty, affection, warmth, belongingness,

fondness, happiness, pleasure, then on” (p. 954).

“Side-bet theory” by Becker’s (1960) put to use for continuation faithfulness as
second module and measurement. According to this theory, specialist-related
theories make in a business such as time, energy, skills developed for that position
within the institution, relationships established with employees are called
ineffective expenses. As a consequence of the chance to give up these hand-bets
by moving to a distinctive organization, the delegate is reluctant to remove the

institution.

The final measurement is normative commitment. This component of
commitment is based on the employee’s conviction approximately his/her duty to
the organization. The employee feels that s/he is obligated to stay with the
organization as a result of internalized normative pressures. it's argued that
normative commitment develops on the idea of a selected reasonably investment
that the organizations build and are troublesome for workers to reciprocate. The
psychological contracts (i. e. the link between the worker associate degreed
organization) between the organization and an employee may end in the event of

normative commitment.

According to Steers (1977) there are three major predecessors of organizational
commitment. First, personal-demographic variables like the necessity for
accomplishment, age, tenure, and education could confirm commitment. to boot,
job characteristics like task identity, opportunities for social interaction and

feedback provided are instructed to influence commitment (Wiener, 1982).

Lastly, it's urged that the character and also the quality of labor experiences
throughout the employee’s tenure confirm his/her structure commitment.
associated with work experiences, structure dependableness and trust and
perceptions of non-public importance and investments to the organization, and

rewards provided by the organization are potential antecedents of commitment.
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The expected results are a decision to remain, to participate, to attract staff and
to conduct jobs. Steers (1977) collected data from two different organizations in
many sectors to verify his template. The findings showed that each precedent

planned dramatically predicted system involvement to various levels.

Normative commitment has its roots in culture. In collectivist cultures, normative
commitment is anticipated to be a crucial predictor of structure outcomes like a

lot of engagement in OCBs and lower turnover intensions (Yao & Wang, 2008).

Kanter (1968) defined organizational commitment as “a process through which
individual interest becomes attached to the carrying out of socially organized
patterns of behavior which are seen as fulfilling those interest, as expressing the
nature and needs of the person” (p.500). According to Kanter, commitment is a
mathematical equation of cost and revenue, in other words, commitment is about
either to continue membership of the organization or leaving it by evaluating the
possible gains and losses. Porter et al. (1974) defined organizational commitment
as the intensity of an employee’s engagement and identification with the current

organization.

They proposed that the intensity of commitment is related to the integration level
of an employee to current the organization. Buchanan (1974) explained
commitment as the emotional attachment of employees to the values and goals of
their organizations without regarding their own interests, and embracement of

their role in the organization with the aim of realizing those organizational goals.

Likewise, Mowday et al. (1982) also linked organizational commitment to the
strong belief in goals and values of the organization and willingness to make
effort for the good of the organization while maintaining the membership of the
organization with desire. Becker (1960) related organization commitment with
the past behaviors of the person and its binding effect between the person and the

organization.

Sheldon (1971) defined that organizational commitment is “an attitude or an
orientation toward the organization which links or attached the identity of the
person to the organization”. Like Sheldon (1971), Allen & Meyer (1990) and
Meyer & Herscovitch (2001) stated that organizational commitment as “the

psychological state that binds the individual to the organization” and Mathieu &
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Zajac (1990) indicated that organizational commitment is a bond between

employees and their organization.

To sum, organizational commitment has two aspects, one is emotions and other
is personal interests. An employee with high organizational commitment may
desire to maintain the membership at the organization due to the positive

emotions such as integration, attachment and loyalty; or due to the personal gains.

The behavioral organizational commitment approach presented by Becker (1960)
which he indicated that investments by individual to the organization and the high
cost of leaving the organization creates consistent lines of behaviors and the
rejection of other alternatives which in time bind the individual to the
organization. The commitment towards the organization is a result of tacit

investments of the employee related to the certain organizational elements.

In other words, there is a positive relation between the investment the person gave
importance and the commitment the person has to the organization. If the
importance value of personal investments increases, the level of commitment
increases as well. On the other hand, if investments lose their importance or the
person finds substitute or better alternative opportunities, the commitment to the
organization will be reduced. Becker (1960) named this behavior pattern as “side
bets”. Exhibiting positive behavior towards organizational elements means

winning the bet of staying in the organization.

To sum, behavioral approach of organizational commitment is related to personal
interests of an employee rather than the level of the employee’s integration or
emotional attachment. Every act done by an employee is a result of the

employee’s decision process and evaluation of the potential benefits and losses.

2.5 Job Characteristics

Hackman and Oldham’s (1980) Job Characteristics Hypothesis is the finest
known demonstrate of work plan. The Job Characteristics Model (JCM) has been
the foremost wide cited model within the work style literature, and plenty of
different theoretical developments were supported or influenced by this model

(De Varo,Li, & Brookshire, 2007).
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The JCM outlines the consequences of job characteristics, like ability selection,
task identity, task significance, autonomy, and feedback on worker outcomes like
satisfaction, performance, and motivation. Job Characteristics Theory is
principally derived from the study of Turner and Lawrence (1965) that examined
the link between bound objective attributes of tasks and employees’ reaction to

their work (Hackman & Oldham, 1980: 59).

Hackman and Oldham extended the previous job characteristics theories and
centered on the aspects of the duty, which may be manipulated so as to make

positive psychological feature incentives.

Job Characteristics Model
Core Job Critical

Skill variety Meaningfulness of High internal work
Task identity work motivation
Task significance
High growth satisfaction

Atonomy == Responsibility for
outcomes High general job
satisfaction
Feedback ==P Knowledge of

results High work effectiveness

Moderators
1. Knowledge & skill

2. Growth need strength
3. "Context" Satisfaction

Figure 2.1: Template of Work Features.
Citation: Oldham and Hackman (1980: 90)

The Job Characteristics Model (JCM), illustrated in Figure one, provides
definitions of various job characteristics, psychological states, outcomes, and
motivators (Boonzaier, Ficker, & Rust, 2001). The JCM contends that
employments tall in scope influence mental states which in turn lead to work
results such as inside work inspiration, in general, work fulfillment, development

fulfillment, work adequacy, and truancy.

25



According to the model, psychological states mediate the connection between job
characteristics and work outcomes. additionally to the current, the model
proposes that information and talent, growth would like strength, and “context”
satisfaction moderate the connection between job characteristics and work

outcomes (Hackman & Oldham, 1980).

According to JCM, there are 3 conditions, labeled as essential psychological
states that has to be gift to assess the inner work motivation of associate degree
worker. These 3 conditions are experiencing substantive work, feeling
accountable for outcomes of the work, and having data of the particular results of

the work activities

The model suggests that the psychological states mediate the link between 5
characteristics of employment and private and work outcomes. ability selection,
task identity, and task significance contribute to the seasoned significance of
labor whereas autonomy contributes to the experienced responsibility and
feedback to the data of the results of the work done. If the psychological states
are gift, then the person are high in internal motivation, general satisfaction,

growth satisfaction, and work effectiveness.

Skill selection is that the degree to that employment provides the chance to use
numerous skills and skills whereas activity the work. Thus, the a lot of skills
employment needs and also the more challenges that associate degree worker
faces throughout the work, the a lot of significant are the work. as an example,
associate degree worker whose job is to tighten screws may be a example of
employment with low talent selection, as a result of the work is routine and also

the solely factor the worker will is modification screws.

Because of the actual fact that the work doesn't need the other skills the worker
does not need to worry regarding investment in himself to try and do his job
higher. On the opposite hand, a secretary United Nations agency arranges
appointments, uses pc programs to stay records and take printouts, and edits
formal letters, carries out employment with a better kind of skills compared to

associate degree worker whose job is simply modification screws.

The identification of the role is that the extent to which a complete or recognized

piece of work is required. Once a nursing worker's associate has the responsibility
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to finish his / her task, he/she takes additional care and this increases the value of
the profession. Consequently, Associate in Nursing skilled worker UN agencyse
job is creating an entire string finds his job additional significant when put next
to an worker who will simply a chunk of a piano to be collected on balance

components are integrated by others’ workers.

The important responsibility is the extent to which the role affected the lives of
various individuals. If what has been done will support the psychological or
somatic well-being of others, what means of the job is enhanced (Hackman &
Oldham, 1980). An employee WHO gathers the safety belts to the vehicles is
conscious that the task's norm will impact the health and safety of somebody.
Work is therefore viewed as more deliberate than a task that is tangential to the

life of everyone else.

Autonomy is that the degree to that the task provides discretion, freedom,
independence to the individual in terms of choosing the work pace and picking
the order of procedures whereas concluding the task (Hackman & Oldham, 1980).
once associate degree worker is given the management of his job, the outcomes
are going to be perceived as a results of his own effort or initiative instead of
written procedures or directions of a boss to be followed. Hence, once
employment provides autonomy the worker feels a private responsibility for the

achievements and failures older throughout the task.

Apart from the core job characteristics the job scope, that is Associate in Nursing
unweighted linear combination of selection, task identity, task significance,
autonomy, and feedback scores for the work, could be a wide used variable
whereas evaluating jobs. it's prompt that “enriched” jobs have high levels of the
5 core dimensions and this ends up in high variant job scope (Hackman &
Oldham, 1980).

Due to the very fact that employment may be high on some characteristics and
low on others, it's tough to make your mind up the combination impact of the
characteristics on internal motivation. For this reason, the model suggests one

index of Motivating Potential Score (MPS) that mixes 5 core job characteristics.
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Computing a Motivating Potential Score

Motivating skill Task Task
Potential = | variety identity  significance | x Autonomy x Feedback
Score [MPS) 3

Figure 2.2: Effective Performance Motivation Model.

Citation: Oldham and Hackman (1980: 81)

The equation that appeared in Figure 2, portrays the generally affect of work on
worker’s sentiments and behaviors (Browned & Ferris, 1987). According to the
formula, the consequences of autonomy and feedback are substantial in crucial a
job’s MPS, whereas talent selection, task identity, and task significance cannot

contribute abundant to MPS.

Another purpose to be thought of is growth-need-strength. once individuals have
sturdy growth desires, they're in would like of private accomplishment,
developing new skills, and up their information. they'll volitionally benefit of the
opportunities provided by the roles that are high in motivating potential (Houkes,
Janssen, de Jonge, & Nijhuis, 2001). thus once the work is high in MPS the worker
can expertise positive feelings regarding the work, and do the work additional

effectively if his/her growth desires are high.

Satisfaction with work context like pay, job security, colleagues, and supervisors,
knowledge, the ability can have an effect on however people react to enriched
jobs. Associate in Nursing worker happy with the work context and conjointly
has high growth wants can get pleasure from the opportunities for private

accomplishment, whereas another one WHO is discontent with the context and
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has low growth wants won't care concerning the opportunities provided. thus like
within the case of growth-need satisfaction, the private and work outcomes rely
upon the MPS of the task and work context satisfaction (Hackman & Oldham,
1980).

Even though the work style studies history is made and long, their connection
with OCB have not been listened to (Noblet, McWilliams, Teo, & Rodwell,
2006). Some research, though minimal, examined the relationship between task
characteristics (i.e., range, input, flexibility, purpose, and identification of the
task) and the OCB. by one study from (Podsakoff, Niehoff, Mackenzie & Willams
1993; Podsakoff & Mackenzie 1995; Podsakoff, Mackenzie & Bommer 1996;
Farh, Podsakoff & Organ 1990) that was Initial studies focused primarily on
management replacements produced consistent results on the relation between

OCB and task characteristics.

Through conducting research among workers of three major components of a
public and general establishment in Taiwan, Farh and associates (1990) attempted
to find out why leadership actions and role behaviors could account for the
connection among employee satisfaction and OCB. They directed that the features

of the mission should have an immediate impact on the OCB.

Mackenzie, Podsakoff, and Bommer (1996) World Health Organization primarily
based their analysis on Kerr and Jermier’s (1978) model of “substitutes for
leadership” tried to search out out the consequences of task characteristics on
OCB. the end result of the analysis disclosed that whereas in and of itself
satisfying tasks are absolutely associated with selflessness and equity, task
routinization was negatively associated with selflessness, conscientiousness,
equity, and courtesy. additionally to those findings, routine tasks were found to
be negatively connected and task feedback was found to be absolutely associated

with civic virtue.

During this study job, characteristics are projected to have an effect on OCBs
directly and indirectly, through the mediation of job satisfaction, emotional

commitment, and normative commitment.
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2.6 Gender

The relationship inside sex part or sex and OCB may be a exceptionally well
known inquire about subject in later a long time. Point of this research is to look
for a relationship between gender and OCB components; too between gendered

job-type and components of OCB.

2.6.1 Gender and Sex

Before mentioning gender roles, the definition of gender is reviewed. The terms
that are gender and sex are typically used interchangeably unexpectedly. These 2
terms truly disagree in necessary manners. within the literature, sex refers to
biological and physical variations between males and females, on the opposite
hand, gender refers to social and psychological characteristics that integrate with
being male and feminine. Gender may be a psychological term and formed up by
culture. It conjointly refers to individuals’ feelings supported their ‘gender
identity’, in different words; feelings of ‘maleness and femaleness’. Gender might
mention concerning the behavioural analysis of society as masculine and female
or role. The extent to that a personal defines the social definitions of masculinity

and muliebrity is called as role identity (Basow, 1992).

2.6.2 Overview of Gender role

In arrange to get it the how gender parts are built, Eagly’s social part hypothesis

is an vital and profitable concept to examine.

2.6.3 Eagly’s Social Role Theory

Social role theory originated so as to grasp the explanations of sex variations and
similarities in social behavior. once Eagly (1987) offered this theory, several
researchers began to use meta-analytic methodology to look the variations
between male and feminine behaviors in Nineteen Eighties. in step with social
role theory, behavioural and temperament variations of men and ladies originate

social role distributions of men and women (Eagly, 1987).

When division of labor are actual in North American nation and different nations,
variety of facts has determined associated with girls and men roles in society.

Firstly, main distinction between male and feminine is that the physical sex
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variations particularly women’s maternity and lactation whereas reproducing
(Wood and Eagly, 1999). Therefore, women’s tasks cowl nursing, caring and this

has been the impact of copy in role occupancy.

As a result, girls are additional probably to require place in domestic work than
men. On the opposite hand, victorious task performance is usually expected from
men because of physical characteristics of men like bigger size and strength.
Besides the physical variations, there are social variations of each gender. for
example, women UN agency are in men are paid lower wages than men’s and

girls are found seldom in highest level of organizations or social control jobs.

Further, each genders have an interest in several occupations owing to social
variations (Jacobs, 1989; Valian, 1998). Further, ladies have less power and
resources in most societies (Rhoodie, 1989). once of these facts are thought of,
this example in a very system named gender hierarchy or social organization.
Division of labor supported sex and gender hierarchy is taken into account to be

the roots of sex-differentiated behavior (Eagly, Wood and Diekman, 2000).

These sex variations in social behavior originated from the common typical
characteristics of ladies and men's roles. One main reason for these variations is
that the completely different proportions of activities that occurred by each
genders. many sex-differentiated skills and resources are nonmoving in typical
family and economic roles that are control by ladies and men. The social roles of
men and girls in most industrial countries are divided into 2 as resource suppliers
and homemakers. associate degree example of role-acquiring skills is ladies} or
girls learn domestic skills like preparation, cleansing and men learn skills that are
associated with earning cash. Eagly (1987) has classified social behavior varieties

as communal and agentic characteristics supported the division of labor.

Distribution of sexes among occupations are another distinguished impact on
gender roles. Agentic behavior is in line with male gender roles and communal
behavior is consistent with feminine gender roles. consequently, once
occupations are male-dominated, activity success originated from agentic
attributes. once occupations are female-dominated, activity success originated

from communal attributes (Cejka and Eagly, 1999).
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Gender roles additionally thought-about socially shared expectations of gender-
congruent behaviors from every sex. Gender roles arise from the activities of
every individual in their sex-typical activity and family roles. These options that
are demanded by these activities become unimaginative of ladies or men. as an
example, communal and domestic behaviors become unimaginative of ladies and
combined with feminine gender roles. Agentic behaviors, resource acquisition,
and dominant behaviors are unimaginative of men and combined with male

gender roles.

According to Eagly’s social role theory, male role promotes serving to behaviors
that are heroic and courteous, whereas feminine role promotes serving to behavior
that's nurturing and caring. however the outlined feminine role of serving to isn't
discovered with strangers and within the short term. These serving to behaviors
are performed within the long run and shut relationships. In distinction, the
delineated male role of serving to is discovered with strangers and in addition as
shut relationships. consistent with results, men facilitate quite women generally

and girls receive a lot of help than men. (Eagly and Crowley, 1986)

In literature, there are studies that investigate bound assumptions of social role
theory like the analysis of Diekman and Eagly (2000). Social role theory assumes
that role behavior of the cluster members shapes their stereotypes and thereby
teams ought to have dynamic stereotypes as a result of typical social roles are

looked as if it would amendment over time.

To sum up, the society imposes bound responsibilities or roles to feminine and
male people individually. The expectations of society members type the suitable
behaviors that you simply ought to perform. Further, people’s treatment to others
is outlined by society. much, being feminine or male lead to the results in prospect

of whole life and, all societies are coordinated supported the gender variations.

2.6.4 Masculinity and Femininity

The human being is classified as females and males biologically. By and large,
society employments these natural or physical contrasts between sexual
orientations for translating social refinements. Formatively, gender is internalized

as being one of the most grounded shapes of bunch character.
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Femininity and masculinity or one's personal identity (Spence, 1985) talk over
with the extent that folks see themselves as masculine or female given what it
suggests that to be a person or lady in society. The roots of masculinity and trait
are returning from social (gender) instead of biological (sex). social group
members decide what being male and feminine suggests that. Males typically
outline themselves masculine and females usually define themselves female

supported social definitions.

It is vital to differentiate personal identity from different gender-related ideas like
gender roles and gender stereotypes. Gender roles are shared expectations of
bound behaviors relating to one’s gender. For instance; in keeping with Eagly
(1987), girls are seen to be in an exceedingly domestic role, and men are seen to
be in an exceedingly employee role. Further, personal identity ought to be
distinguished from gender stereotypes. Gender stereotypes are shared views of
temperament traits relating to one’s gender. Expectations of instrumentality from
men and quality from girls are results of gender stereotypes (Spence and
Helmreich, 1978). Despite the very fact that gender roles and gender stereotypes
have result on personal identity, they're not same as personal identity (Katz, 1986;

Spence and Sawin, 1985).

With the birth, social aspects establish self-meanings of gender. These social
aspects are formed by interactions with parents, peers, and educators (Katz,
1986). The meaning of being male or female in society is transmitted through
institutions such as religion and educational system. Following that, people begin
to see themselves in either the masculine or feminine models. Feminine behaviors
consist of being expressive, warm, and submissive (Ashmore, Del Boca, and
Wohlers 1986). Being instrumental, rational, and dominant are considered as
masculine behaviors. The main point here is that people put themselves along
feminine and masculine dimensions or a mixture of both. This masculine-

feminine dimension is their gender identity and guides their behavior.

2.6.5 Gender Stereotypes

Gender stereotypes are simple generalizations concerning the gender attributes,
variations, and roles of people and/or teams. folks largely have a collection of

beliefs concerning the teams of individuals. folks are categorised supported their
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gender; as being a boy or a woman from the instant of birth. These physiological
distinction has created the behaviors that are applicable for boys and ladies due
to the social group expectations. this example has created and maintained the
gender stereotypes. Researches show that individuals believe that typical traits
and behaviors of ladies and men disagree. There are many researches conducted

concerning gender stereotypes.

The most cited studies of gender stereotypes are written by Broverman,
Rosenkrants and their schools (1968, 1972). Broverman and associates (1968) has
examined the connection between self-concept and sex-role stereotypes. A survey
that consists of 122 bipolar things was applied to feminine and male school
students. These students has indicated what typical male and feminine adults, they
and themselves are like. consistent with results, sturdy agreement on variations
between men and ladies is found at intervals every sex. In alternative words,
participants has finished that there are variations between men and ladies. Further,
similar variations between self-concepts of every sex has been found. Moreover,
self-concepts and thought of stereotyped masculinity and trait are equally stricken
by social desirability. there's high valuation of stereotypically masculine and

female characteristic in male and feminine severally.
2.6.6.Types of Gender Stereotypes

Gender stereotypes are important conception as a result of they play vital role in
construction of gendered job varieties. they're basic generalizations concerning
the gender roles, behaviors, variations, attributes and variations. they're classified
as prescriptive norms and descriptive norms. Prescriptive norms are the
expectations concerning what folks ought to do and descriptive norms are
expectations about what people truly do. Burgess and Borgida (1999) has
conducted a hunt concerning descriptive and prescriptive gender stereotypes.
Shortly, descriptive element of gender stereotypes embody the beliefs concerning
the characteristics or options that ladies do possess or have, on the opposite hand,
prescriptive element of gender stereotypes embody beliefs or expectations

concerning ladies ought to possess or have.

In alternative words, descriptive element of feminine stereotype might embody
the beliefs that ladies are nurturing, prescriptive element of feminine stereotype

might embody beliefs that ladies ought to be nurturing.For example, descriptive
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element of feminine stereotype is predicted to give birth to geographical point
discrimination. ladies are thought of to be inadequate supported job performance,
once these role perceptions are incongruent with attributes needed by certain
occupations or with attributes that are believed to be necessary surely tasks (Fiske

etal., 1991).

2.7 OCB and Gendered Job-Type

Until now, it's mentioned that however gender stereotypes have an effect on the
activity roles and expected behaviors from each genders. during this study; gender
variety of occupations and its relation with perception of OCB in terms of in-role
and extra-role needs are investigated.Both genders are seen as differentially
qualified for various sorts of jobs in keeping with their gender roles. bound
behavioural traits that are correct for AN occupation could overlap expected
behaviors of gender roles. this is often typically lead to high proportion of specific

gender in specific occupations.

As an example, aggressiveness and aggressiveness are victorious behaviors of
male dominated occupation. These behavioural traits are associated with
masculine gender roles. On the opposite hand, caring and being dedicated to
others and being mild are stereotypically female traits that are thought of to be

necessary for female-dominated occupations as nursing (Yount, 1986).

Based on the analysis of Gutek (1985), distribution of various sexes during a job
could be a determinant on gender variety of this job. So that, feminine dominated
job is taken into account to be a female written job. in keeping with the common
beliefs of gender roles, folks classify themselves in occupations related to their
gender roles (Bielby and Baron, 1986). as an example, engineering and managing
are well-known masculine jobs, whereas secretary and nursing are referred to as
female jobs. in keeping with the analysis of Williams (1993) on male nurses has
complete that impersonal caring tasks are seen in male nurses in comparison to
feminine nurses. Nurses contemplate as serving to could be a a part of their
activity identity, so that they increase their tendency to perform serving to

behaviors.
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Engineering is thought as a masculine job. Being analytical, task-focused and
being assured in their talents and opinions, having sturdy quantitative skills are
expected from engineers. Besides, these are enclosed in masculine stereotypes.
one in all the explanation of these stereotypes is that the undeniable fact that but
100 percent of all engineers are girls (Powell, 1993). Therefore, being active in
structure life and adjustment their opinions, acting civic virtue behaviors are seen
as a part of their activity identity. Thus, they increase their performance of civic

virtue behaviors.

The expectations of communal and agentic behaviors of girls and men severally
kind gender typewriting of the social control positions. Firstly, it's investigated
by Virginia Schein within the Seventies. Schein (1973, 1975) has mentioned that
bound characteristics and ascribed role of men and ladies are doubtless to vary.
bound characteristics and sex role stereotypes of men overlaps certain
characteristics of undefeated managers largely. These studies indicated that
there's a gendered job kind thought, owing to the stereotypic attributes of men
and ladies normally. Men and ladies are expected to figure at gender-congruent
jobs, on the opposite hand these incongruence between gender and job kind could
end in unfair work. as an example, leadership positions are largely thought-about
to be command by men owing to the harmony between male role and leadership

roles.

If ladies hold leadership position, discrimination could ensue. Eagly and Karau
(2002) has argued the prejudices concerning feminine gender roles in leadership
positions. There are 2 forms of prejudices; one is that girls are seen less favorable
than men in leadership roles. Second is that if a frontrunner role behavior is
evaluated, it's rated less favourably once it is performed by a ladies. These
prejudices end in less positive attitudes towards to feminine leaders instead of
men. This cause a lot of problem in changing into leaders once you were ladies.
In society, gender roles are the expectations that ought to be applied by one who
holds an explicit social position. ladies and men gender roles are accordant beliefs
concerning the attributes of them. concerning these, society or folks could

produce expectations concerning the leadership roles.

Some bound behaviors, characteristics are attributed to leadership roles, and male

gender roles and leadership role overlaps in several aspects. As a result, it may
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be ended that leadership position became male job kind position. Besides these,
Heilman’s lack of work model is explained thoroughly on top of so as to check

the impact of stereotypes on jobs.

To summarize of these paragraphs, gender roles are outlined supported the gender
stereotypes. Jobs are categorised supported the expectation from the females and
males or gender stereotypes. once job needs gender roles of specific gender, this
end in gender written occupation. In different words, some jobs are a lot of
appropriate for a selected gender owing to the role necessities of job. because it
is mentioned, some behaviors in organizations are expected from totally different
genders. OCB and its parts are a probe topic on relationship between gendered
kind occupations and structure citizenship behaviors. Kidder (2002), Kidder and
Parks (2001), Allen and Rush (2001), Yount (1986) have investigated relationship
between gendered job-type and OCB, its parts.

Until now, the link of gender stereotypes, gender roles and their extent to labor
or activity trends are mentioned. during this a part of the analysis, relationship
between OCB and gender is investigated. in line with Organ and Ryan (1995);
gender are often a determinant of OCB. Kark and Manor (2005) have claimed that
OCB isn't gender neutral, thence there are expectations of structure behavior of
ladies and men individually. Gender stereotypes that are expected from women
produce expectations that girls staff ought to perform additional OCB,

particularly unselfishness and courtesy factors.

Lovell, Kahn, Anton, Davidson, Dowling, Post and Mason (1999) have created a
search on OCB and gender relationship. This analysis principally has investigated
link among gender, OCB and performance analysis. staff during a university are
evaluated supported their performance of OCB. The evaluations are expected to
disagree supported employee’s gender. it's expected that girls would be rated as
performing arts additional OCB than men. the opposite 2 hypothesis are

associated with performance evaluations.

Level of performing arts OCB and performance ratings are expected to be
absolutely connected for each ladies and men. Despite the actual fact that girls
would be rated as displaying additional OCB than men, they might not receive

higher performance ratings than men.
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The studies of Kidder and McLean Parks (2002), Heilman and Chen (2005) and
Kidder (2001) are terribly important and leading researches for this study. The
study of Kidder and McLean Parks (2002) was mentioned at the OCB and
gendered job-type section intimately. This study includes details associated with
gender and OCB. The observers expect bound roles from job incumbent relating

to their gender whereas playing their job.

These expected behaviors have an effect on the reward choices once evaluating
the employee’s performance. If these roles are seen as in-role, they're expected
from the worker obviously. If it's seen as additional role, they're not continuously
expected from worker. These expected behaviors take issue relating to the gender
of job holder. Females are less rewarded for playing female OCBs and males also
are less rewarded for performing masculine OCBs as a result of these behaviors
are seen as in-role in line with their gender. once these bound OCBs are perceived
as in-role behavior of job holder, they're not taken into thought in analysis
method. This supports the role of gender in OCB perception as bound OCBs are

thought of as in-role behavior relating to the gender of job holder.

In brief, female OCB’s are thought of as unselfishness and courtesy. Masculine
OCB’s are thought of as equity and civic virtue. female OCBs are expected from
feminine job incumbent and masculine OCBs are expected from male job
incumbent. Further, female behaviors are seen as in role for females. the same as
that, masculine behaviors are seen as in-role for males. In distinction to those,
female behaviors are seen as additional role for males, and masculine behaviors
are seen as additional role for females. once a male job incumbent is functioning
at female job, female and masculine OCB’s are each expected from him. as a
result of he's a male job incumbent, masculine roles are expected from him. as a
result of he's operating in female job, he's expected to perform female role. As a
result, the expected roles are doubled. the same as that scenario, feminine job
holder World Health Organization has masculine job has larger job breadth owing
to expectation of playing masculine and female OCBs (Kidder and McLean Parks,
2001).

To sum up, Sun (2001) has claimed that gender could be a important determinant
on OCB performance. Kidder and McLean Parks (2001) have mentioned many

reasons associated with that topic. they need claimed that sympathetic concern
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and perspective taking that are traits associated with girls have an effect on
serving to behavior and courtesy. This ensues that ladies are thought-about to
possess higher perception of OCB and may internalise OCB as in role behavior

quite men.

Mentioning regarding OCB in careful, OCB is usually divided into 2 categories:
OCB unselfishness (helping behavior) and OCB civic virtue. Results of the
researches show that ladies perform OCB serving to behavior additional doubtless
than men (Morrison 1994; stargazer and Kahn, 1999; Kidder, 2002; Finkelstein
and Farrell, 2007), because of the actual fact that OCB unselfishness is a smaller
amount ex gratia for girls than men. In alternative words, unselfishness is
perceived as in-role behavior for girls. This behavior is congruent with feminine
role. unselfishness includes the behaviors like serving to, expressing status,
understanding the wants of others (Organ, 1988: 103) therefore it's outlined as
feminine role. Men are rewarded attributable to acting OCB serving to behavior
in work settings as a result of it's thought-about to be extra-role behavior for men.
In distinction thereto, girls are evaluated negatively by not acting OCB
unselfishness (Heilman and bird genus, 2005). OCB serving to is additional
remembered once it's performed by men instead of girls (Kark and Manor, 2005).

These findings support the thought of in-role perception of unselfishness for girls.

In terms of OCB civic virtue, it may well be aforesaid that civic virtue is usually
expected by males. it's largely possible to be perceived as in-role behavior for
men than ladies (Kidder, 2002). OCB civic virtue are often thought-about as less

facultative for men.

2.8 Theoretical Framework And Hypotheses

Organizational citizenship behavior (OCB) becomes one of the most important
areas of research in the past decade in the organizational study. Multiple studies
and research have identified the consequences and backgrounds of this extra-role
behavior. This research intends to analyze the influences of gender, job
characteristics, job satisfaction, and organizational commitment on OCB among

the workers of welfare organizations. This study examines the direct effects of
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gender role on OCB as well as positively association between Job characteristics

with organizational commitment and job satisfaction.

Both job satisfaction and organizational commitment, in fact, have been accepted
as an antecedent of OCB(Schappe,1998:277). This section is composed of a
relationship between the variables and also OCB, and in the end, we will see the

propose of this study

2.8.1 The Job-Satisfaction Connection with the OCB

Job satisfaction was suggested as a main positive result of the innate job
characteristic as stated by Hackman and Oldham's (1980) job characteristic
model. Jobs may create internal and external satisfaction. It has often been said
that “A happy employee is a productive employee.” A happy employee is, almost,
that employee who is pleased with his job. Job satisfaction is the main point
because most of the people spend a major part of their life at their working place.
Studies show that a number of effects influence the job satisfaction (Camille

Preston ,2017:1).

As seen in Chart 2.1 the correlation of these factors with job satisfaction. External
job satisfaction is related to wages, its systemic shape of the organizational
environment, guidelines as well as manner in the management of management
and also interpersonal connection, while internal job career growth is linked to
empirical elements of work such as innovation, skill use, production opportunity
and personal prosperity (Davis, Markovits, & Van Dick, 2007:77). For each
employee, job satisfaction has a different meaning, therefore we have different

factors that affect job satisfaction, also the most common ones are mentioned.
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Figure 2.3: Correlation of factors with job satisfaction.

Source: (Shreyas Kammar,Essay on Job Satisfaction | Motivational

Technique,2017:3)

According to Maslow’s Job satisfaction theories, hierarchy theory was one of the
first theories to examine the important contributors to job satisfaction. The theory
suggests that human needs form a five-level hierarchy (Chart 2.2) consisting of:
physiological needs, safety, belongingness/love, esteem, and self-actualisation.
Maslow’s hierarchy of needs wants to purport that there are fundamental needs
that need to be met first (such as, physiological needs and safety), before more
complex needs can be met (such as, belonging and esteem). Maslow’s needs
extended to explain human motivation in

hierarchy was common.

(Maslow,1943:370)

When the action is done and employee satisfied, the employee’s can focus on
feeling albeit they belong to the workplace. This can come in the form of positive
relationships with colleagues and teammate and also supervisors in the
workplace, and whether or not they feel they are a part of their team or
organization. The ultimate step is where the worker looks to self-actualize; where

they ought to develop and create in arrange to gotten to be everything they are
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competent of getting to be. Job satisfaction for the most part is inspected as a
result of work environment push and the work demand-control demonstrate.

(Juliet Hassard, Kevin Teoh, and Tom Cox ,2018:2)

As stated by (Salancik and Pfeffer,1977:3) need-satisfaction model, jobs have a
constant and identifiable set of specifications that are related to the needs of
individuals. This model wants to express when characteristics of a job match the
needs of an individual then he or she will be satisfied and will be stimulated to

perform the job.

Self-fulfillment
needs

Self-
actualization:
achieving one's

full potential,
including creative
activities

Esteem needs:
prestige and feeling of accomplishment Psychological

needs
Belongingness and love needs:
intimate relationships, friends

Safety needs:
security, safety Basic
hysiol | need roecs
Physiological needs:
food, water, warmth, rest

Figure 2.4: Maslow’s Job satisfaction model

Citation: www.unicaf.org, 2016 :1

According to (Tanriverdi,2008:152), when job characteristics comply with the
expectations of an employee, she/he will be satisfied with his/her job because the

outlook provided by the job meet the expectations of the employee.

The researchers have demonstrated that the best predictor of job satisfaction is
the nature of the work itself, the extent to which a job is challenging, provides

growth opportunities, immediate results of the activity, and the right to decide
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when and how to do the job and to the extent it necessitates the use of different
skills and talents for variety of activities (Oztiirk,2010:48 ).The most popular
definition of job satisfaction was supplied by Locke (1976), who defined it as
“...a pleasurable or positive emotional state resulting from the appraisal of one’s

job or job experiences” (P: 1304).

The basic research focused on relations between OCB and job satisfaction. Job
satisfaction has a correlation with OCB for two main reasons: first of all, because
of the reciprocity norm, people tend to reciprocate and do the same in return to

others who help or benefit them.

In the corporation and company, who managers create perfect conditions where
employees experience and come across with job satisfaction may cause these
employees to want to reciprocate the favor. (Schnake, M., Cochran, D., &

Dumler,1995:209-221).

Second, there is plenty of proof in the psychological literature that shows
employee who experiences a positive and good condition effect tend to engage in
prosocial behavior.(Clark, M.S., and A.M. Isen. 1982:73-108). In order to
organizational literature and study, several studies cause this result, that there are
important and considerable and also affirmative relationships among OCB and

job gratification. (Bateman, T.S., D.W, 1983:587-595).

In another study, Organ and Near's (1985) offer most of the job satisfaction scales,
measure job cognitions such as perceived equity rather than true effect, and this
satisfaction cause to researcher question whether it was affected or cognitions.
More studies and researches show that OCB in fact more related to perceived

equity than effect or satisfaction. (Organ and Konovsky, 1989:157-164).

The most efficient way an organization can promote the job satisfaction of its
employees is to raise the mental challenge in their jobs, and the most
consequential way most individuals can improve their own job satisfaction is to

seek out mentally challenging work. (Locke :1976)

According to Locke,1976:111 he described, mental challenging at work by one

example:

Ever been in a car accident? If you have, you probably remember picking up the

phone to call your insurance company and, inevitably, talking to many different
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people, recounting the details of your accident several times. It may be weeks or
even months before your claim is settled and, if you ever happen to call to inquire
about the status of your claim, you may discover that your claim is buried

somewhere in the system.

As a customer in this situation, you probably feel irritated and poorly served being
passed around like a hot potato. But have you ever pondered what the suggestions
of such a framework are for workers? When each representative specializes in
preparing one portion of the claim, the mental challenge managed by the work
endures. Over and over, the same person may answer the phone from customers,
take down basic details of the accident, and then pass on the claim to someone
else, never to see it again. Indeed the work of claims agent can be broken into
portions that are exceptionally specialized. Therefore he expresses when
individuals repeatedly perform narrow and specialized tasks, they are unlikely to

see their work as very challenging or intrinsically motivating.

In case of when people are not in challenging situation, they will not have any
motivation to solve the problem and think about a different aspect of solving the
problem, therefore challenging situation will make the mind so gifted and acute
to see the different aspect and try to solve the problem and at the end will reach

satisfaction.

Katz (1964) highlighted and mentioned the importance of expressions of skills
and talents of the individual and opportunities that the job provides. He
summarizes the reason of why the job itself causes satisfaction as “The individual
may find his work so interesting or so much the type of thing he really wants do
that it would take a heavy motivation to shift to a job that less congenial to his
interests” (P: 134). The research of Judge, Bono, and Locke (2000) also display
that perceptions and understanding of job characteristics and job satisfaction were
strongly related. As well as, Griffin (1981), who intended to check the stability
of individual perceptions of job characteristics and stability of individual reaction
to these perceptions, found job characteristics (i.e., skill variety, autonomy,
feedback, and identity) to be significantly and positively associated with job
satisfaction at both times one and time two (P: 107). James and Jones (1980: 97)
illustrated that the more a job is realized as challenging, independent, and

important, the more satisfaction it provides.
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There are many angles of worker attitudes that are important, but one
comprehensive, very useful characteristic that deserves particular accuracy is the

overall job satisfaction of workers.

Overall job satisfaction has been shown to lead to superior productivity
(Munyon,2010:1505-28), fewer quits (Bockerman and Ilmakunnas,2009:73-96;
Green,2010:897-903), lower absenteeism (Drago and Wooden, 1992:764-78), and
less damaging behavior on the job (Mangione and Quinn, 1975:114-16). Higher
relative pay tends to increase satisfaction as well (Brown et al,2008:355-89; Gao

and Smyth, 2009:09-12; Kosteas,2011:174-94).

Although the finding is somewhat ambiguous as at least one study finds that lower
than average pay actually increases satisfaction by signaling the potential for
greater future wages (Clark et al, 2009:430-47).In terms of how workers are paid,
incentive pay schemes tend to increase satisfaction (Artz,2008:315-43;Heywood
and Wei, 2006: 523-40). Also, it can be mentioned, job satisfaction may differ
across countries. A few studies have found some evidence to this effect (Han et
al., 2009:155-64; Kristensen and Johansson,2008:96-117). This may mean that
differences between workers across countries are not really due to workers
placing different values on specific job characteristics when determining
satisfaction, but rather are due to the fact that they simply perceive and understand
the overall concept of job satisfaction differently. (Neuman, K. and Point,

S.2014:121-142).

Furthermore, meta-analyses (e.g., Fried & Ferris, 1987:287-322) examined the
relationship between job characteristics and job satisfaction. For instance, Fried
and Ferris indicated that skill variety task identity, task significance, autonomy,
and job feedback were positively related to job satisfaction. Huang and Hsiao’s
(2007:1265-1276) research also supported this view and revealed job
characteristics to be the most important predictor of job satisfaction. The research
of Huang and Van de Vliert (2003:159-179) that examined the relationship
between intrinsic job characteristics and job satisfaction with moderating effects
of country features (e.g., individualism-collectivism, national wealth, national
social security system, power distance) also showed that intrinsic job

characteristics are positively related to job satisfaction in all type of countries.
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Lance (1991:137-162) also supported that job characteristic were significantly

associated with job satisfaction.

As well as, James, Hartman, Stebbins, and Jones (1977:229-254) illustrated that
skill variety, task significance, and autonomy are positively related to job
satisfaction. A job that offers autonomy gives the worker a sense of personal
responsibility for the results. If a job provides feedback, an employee will know
how well he or she is performing from a motivational viewpoint, internal rewards
are obtained when a worker learns that he or she has performed well on a task
about which he or she cares. Therefore, the more these three psychological states
are present, the greater the employee’s motivation, performance, and satisfaction,

and the lower his or her absenteeism and a likelihood of leaving the organization.

Kuo, Ho, Lin, and Lai (2010:24-42) proposed that these core job characteristics
contribute to experiencing the meaningfulness of the work; thus, they could
enhance job satisfaction. In addition, according to L.-H. Chen (2008:3-6),
innovative spirits in the organizational culture and group-oriented teamwork have
a positive effect on job satisfaction of employees. Employee satisfaction may
have a similar positive relationship with job characteristics. Darren (2005:253-
266) mentioned that jobs that contain sufficient “content” variables, such as skill

variety and challenge, increase motivation and subsequent job satisfaction.

In case of when the worker in the workplace have independence and have a sense
of feeling responsible for their work and furthermore when they get pleasure from
doing their work in this situation, we can say job satisfaction will appear, and
with this job satisfaction, you can see a highly motivated employee with a strong

job commitment.

Based on these finding it is proposed that:

Hypothesis 1: There is a relationship between job satisfaction with organizational
citizenship behavior of welfare workers in West Azerbaijan.

2.8.2 Gender, Sex and Organizational Citizenship Behavior

The bond between gender role or gender and OCB is a very popular research topic
in recent years. The aim of this research is to seek a relationship between gender

and OCB components; also between gendered job-type and components of OCB.
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In this section, firstly gender is defined; gender role, gender identity, gender
stereotypes and its types, Eagly’s social role theory then, the hypotheses are
offered.

2.8.2.1 Masculinity and Feminity and Eagly’s Social Role Theory

Before mentioning about gender roles, definition of gender is reviewed. The terms
that are gender and sex are generally used interchangeably without noticed. These
two terms actually differ in important manners. In the literature, sex refers to
biological and physical differences between males and females, on the other hand,
gender refers to social and psychological characteristics that integrate with being
male and female. Gender is psychological term and shaped up by culture. It also
refers to individuals’ feelings based on their ‘gender identity’, in other words;

feelings of ‘maleness and femaleness’.

Gender may mention about behavioral evaluation of society as masculine and
feminine or gender role. The extent to which an individual defines the societal
definitions of masculinity and femininity is named as gender role identity (Basow,
1992:25-40). In order to understand the how gender roles are constructed, Eagly’s

social role theory is an important and valuable concept to discuss:

Social role theory originated in order to understand the reasons for sex differences
and similarities in social behavior. When Eagly (1987:735-754) offered this
theory, many researchers started to use the meta-analytic method to search for the
differences between male and female behaviors in the 1980s. According to social
role theory, behavioral and personality differences between men and women

originate social role distributions of men and women (Eagly, 1987:735-754).

Hence, Eagly used gender roles as a term for the social roles that a society
designates to men and women. Gender stereotypes are stereotypes that people
believe about men and women. Sex differences, as defined by some
psychologists, make up biological differences, and gender differences embody
environmental differences. However, Eagly used the term sex diversity to explain
the differences between males and females on several measures, not just biology.
Her purpose was mainly social psychological, but, at the same time, did not want
to exclude biology entirely, since there is no clear consensus on the causes of

differences between the sexes. (Dulin, A. 2007:104-112).
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Sex differences reflect the different social positions of women and men more
strongly than differing beliefs and values that may be instilled during childhood
socialization, the social-role account illustrates the type of explanation of group
differences that House (1981) has termed structural. House has distinguished
between a structural approach to explaining group differences in personality and
behavior and cultural approach. Structural explanation emphasizes that members
of social groups experience common situational constraints because they tend to
have the same or similar social position within the organization and other

structure such as families. (Eagly 2013:8)

In compare, cultural explanation deduces from the familiar socialization
explanation, emphasize that members of the social group acquire common beliefs
and values because of the socialization pressures that they experience during
childhood. Although structural and cultural approaches are not totally adverse,
theories of group differences tend to emphasize one or the other of these types of
explanation, and the cultural approach has dominated the study of sex differences.

(Eagly 2013:9)

Since breaking up of labor have been actualized in the US and other nations, a
number of facts have observed related to women and men roles in society. first,
of all main dissimilarity between male and female is the physical sex differences
especially women’s gestation and lactation while reproducing (Wood and
Eagly,1999:420). Therefore, women’s tasks cover nursing, caring and this has
been the effect of reproduction in role occupancy. As a result, women are more
likely to take place in domestic and internal work than men. On the other hand,
successful task performance is mostly expected from men due to physical
characteristics of men such as greater size and strength. Besides the physical
differences, there are social differences between both genders. For instance,
women who are in the workforce are paid lower wages than men’s and women

are found rarely in the highest level of organizations or managerial jobs.

Further, both genders are interested in different occupations because of the social
differences (Jacobs,1989:205-224; Valian,1998:301-310). Further, women have
less power and resources in most societies (Rhoodie, 1989:46-50). When all these
facts are contemplated, this situation in the social structure named as gender

hierarchy or patriarchy. Division of labor based on sex and gender hierarchy is
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considered to be the roots of sex-differentiated behavior (Eagly, Wood and

Diekman, 2000: 123-174).

Sex differences have also been established in both prosocial and antisocial
behavior. Men are somewhat more helpful than women in the kind of short-term
interaction with strangers that have been widely studied by social psychologists

and labeled helping behavior.

The stereotypic quality of this finding can be appreciated once it is recognized
that helping behavior, as construed by social psychologist, encompasses primarily
polite behaviors and nonroutine acts of rescuing forms of helping that might be

labeled chivalrous and heroic. (Eagly&Crowly,1986:283-308).

Female stereotypic forms of helping namely acts of earing for others, and tending
to their term relationships.Males also act more offensively than females, and this
sex difference is larger for aggression that produces physical harm or pain than
for aggression that produces psychological or social harm (Eagly &
Steffen,1986:309-330 ).Role theory also indicates when behavior should be a
function of gender roles and when it should follow from other roles.in natural
setting, role requirements other than gender roles, are likely to be salient, and the
sexes may well behave similarly as long as the formal role assigned to men and

women is the same.(Eagly& Wo0d,1991:306-315)

Eagly (1987) has classified social behavior types as communal and agentic
characteristic based on the division of labor. Women who perform domestic roles
promote friendly and facilitative behaviors that are defined as communal.
Women’s communal behaviors are promoted by their responsibility for childcare
and nurturing role. This nurturing role develops their interpersonal skills and
ability. In contrast, male perform in employment role and this result in
improvement of their assertive and independent behaviors that are considered to

be agentic (Eagly and Steffen, 1984:309-330).

Dispensation of sexes among occupations are another prominent effect on gender
roles. Agentic behavior is consistent with male gender roles and communal
behavior is consistent with female gender roles. Accordingly, when occupations

are male-dominated, occupational success originated from agentic attributes.
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When occupations are female dominated, occupational success originated from

communal attributes (Cejka and Eagly,1999: 413-423).

Gender roles also considered as socially shared expectations of gender-congruent
behaviors from each sex. Gender roles arise from the activities of each individual
in their sex-typical occupational and family roles. These features that are
demanded by these activities become stereotypic of women or men. For example,
communal and domestic behaviors become sterecotypic of women and combined
with female gender role. Agentic behaviors, resource acquisition, and dominant

behaviors are stereotypic of men and combined with male gender role.

Eagly (1987) suggest that sex differences could be considered for in terms of
gender roles defined as those, shared expectations about suitable behavior that
apply to individuals exclusively on the basis of their socially identified sex.
investigation of gender stereotypes has consistently recorded the existence of
different expectation for men's and women's characteristics and social behavior.

(Broverman,l.and Rosenkrantz,1972:59-78)

Role theory assumes that sex differences in social behavior are in part caused by
the tendency of people to behave consistently with their gender roles. it also
acknowledges that an individual personal history of enacting social roles is an
indirect cause of sex differences because these experiences help define the
person's repertoire of skills and attitudes. Sex-differentiated prior experiences
cause men and women to have somewhat different skills, and attitudes which then

cause them to behave differently.

This role-theory account of the causes of sex differences is summarized in Chart
2.3 Meta-analytic reviews of the findings of research comparing the sexes have
challenged the consensus viewpoint in psychology that women and men behave

either equivalently or so nearly identically that any differences are trivially small.

Instead, an overall pattern of stereotypic sex differences has been identified, and
the magnitude of these differences appears to be typical of other research finding
in psychology. This new state of knowledge s has opened up the study of sex

differences as an intellectually interesting area.
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GENDER-ROLE

/EXPECTATONS\
SEX DIFFERENCES

DIVISION OF LABOR

BETWEEN THE SEXES IN SOCIAL BEHAVIOR

SEX-TYPED
SKILLS AND BELIEFS

Figure 2.5: A social-role theory of sex differences in social behaviors.
Citation: Eagly, A. and Wood, W,1991: 306-315

To summarize, the society imposes certain responsibilities or roles to female and
male individuals separately. The expectations that you should perform and do
them because the members of society want and expect from you. In addition,

society also defined how people treat and behave with each other.

In fact, being male or female results can be seen in the prospect of whole life and
all societies are organized based on gender differences. People create gender roles
and it is shaped culturally and socially. Sexual orientation part is characterized as
“socially and socially characterized medicines and convictions around the
behavior and feelings of men and women” (Anselmi and Law, 1998:195). Sex

parts produce the premise for change of sexual orientation personality.
2.8.2.2 Gender Stereotypes, Masculinity and Feminity

As biologically we can classify human being into males and females. In fact,
society uses these biological differences for explaining and interpreting social
differences. furthermore, gender refers to characteristics of males and females
that are socially built, such as rules, roles, and relationships of and between
groups of women and men. Gender identity has been described as," a basic,

existential, conviction that one is male or female "(Spence & Sawin,1985:59).

A secure sense of conviction of one's own maleness or femaleness and the

"individual "awareness of and satisfaction with being male or female
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(Pleck,1984:220). As such gender identity refers to one's sense of confidence in
and comfort with being either male or female (Lewin,1984:56). In essence, gender
identity reflects an individual, concepts of himself or herself as male or female

(Golombok & Fivush,1996:81).

It is very important to separate gender identity from another gender that is related
to ideas like gender roles and gender stereotypes. In gender roles, we expect the
clear and definite behaviors, with regard to his or her gender. For example: As

Eagly (1987) said women, seem to be in domestic roles and men in workers role.

As well as, gender identity should separate from gender stereotype. Gender
stereotypes are shared vision and thought of personality traits regarding one's
gender. Expectations of instrumentality from men and expressiveness from
women are results of gender stereotypes (Spence and Helmreich, 1978:29).
Despite the fact that gender roles and gender stereotypes have effect on gender
identity, they are not same as gender identity (Katz, 1986: 21-67; Spence and
Sawin, 1985: 35-66).

If we want to talk about gender stereotypes, first of all, we should talk about what
is stereotypes, Stereotypes are ideas we have about people where we judge them
without even knowing them. We often judge people based on what they look like
and how they are dressed instead of taking the time to find out who they really
are. People often judge others just because they are a male or a female before they
even get to know them, gender stereotype is a total perspective or assumption of
attributes or characteristics that are or should to be possessed by women and men
or the roles that are or should be performed by men and women. Gender
stereotypes can be both good and bad for example, “women are nurturing” or
“women are weak”. We can see gender stereotypes in lots of places like Tv shows,
Movies, Books, Magazines, or the people that we spend time with them like
parents, teachers, also our community like school rules, cultures, religion, and

family. (Ohchr.org, 2018:2).

Furthermore, Cognitive psychologists have further differentiated between
descriptive and prescriptive gender stereotypes. Descriptive stereotypes deal with
beliefs about traits that one gender has; prescriptive stereotypes involve beliefs

about traits one gender should have (Burgess and Borgida,1999:82).For example,
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the expectation that women will be nurturing would be descriptive, whereas the

belief that women should be nurturing would be prescriptive.

These stereotyped notions of gender difference affect how women and men think
and behave (Ridgeway and England,2007:51; Reskin,2000:319; Ridgeway and
Correli,2004:510).

Cognitive psychologists argue the nature of these stereotypes may lead to
discrimination in distinct ways. For instance, descriptive stereotyping should
translate into discrimination when traits associated with that stereotype are
incompatible with the traits needed for the job or task at hand (Burgess and
Borgida,1999:82; Fiske et al,1991:61). Thus, women in occupations dominated
by men may be especially prone to this kind of discrimination (Burgess and
Borgida,1999:85). In contrast, violations of prescriptive stereotypes often
generate more hostile reactions, as others punish women through discrimination

for deviance from gendered expectations (Burgess and Borgida, 1999:86).

Gender stereotypes are cultural constructs, shared at the societal level, that
describe what men and women are "known" to be like (Fiske 1998:377-78). It is
well established that stereotypes of all kinds influence people's perceptions and
memories of others (for reviews of this literature, see Fiske 1998; Reskin 2001).
People are more likely to notice and remember information that confirms an
applicable stereotype than information that disconfirms it. Indeed, perceivers
sometimes forego processing individuated information and rely instead on the

applicable stereotype to fill in details.

Stereotypes also influence how people interpret what they perceive: stereotype-
consistent behavior is attributed to stable personality traits, but the stereotype-
inconsistent behavior is seen as an unreliable response to a particular time-
bounded situation. Thus, organizational decision makers are likely to form the
impression that male candidates possess stereotypically masculine
characteristics, such as decisiveness and assertiveness, whereas they are likely to
see female candidates as possessing stereotypically feminine characteristics, such

as friendliness and willingness to cooperate. (Gorman, E,2005:703-704).

As well as, femininity and masculinity or one's gender identity refer to the extent

that people see themselves as masculine or feminine given what it means to be a
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man or woman in society. The roots of masculinity and femininity are coming
from social (gender) rather than biological (sex). Societal members decide what
is male and female means. Males usually define themselves as masculine and
females usually define themselves as feminine based on the social definitions.
(Spence, 1985:35), Furthermore, the descriptive part of the female stereotype
might be composed of beliefs that women are nurturing and soft-spoken, the
prescriptive component might consist of beliefs that women should be nurturing

and soft spoken.

The descriptive unit of the female stereotype is expected to lead to workplace
discrimination when women are perceived in terms of a "lack of fit" for
traditionally male occupations. Therefore, in clear position in discrimination, the
descriptive unit of gender stereotypes is expected to lead to discrimination against
women who are perceived as lacking the necessary attributes to triumph in man-
dominated professions, the prescriptive component is expected to lead to
discrimination against women who violate shared beliefs about how women

should behave. (Case,1995:9-18).

Being a woman in work life may cause different expectations from them. For
example, Eagly and associates (1995) have found that female leaders are devalued
when they behave in an autocratic and directive manner and work in male-
dominated areas. In contrast to that, women who perform participatory and
democratic styles of leadership, they are evaluated as positively as the male
leaders. Also, It can be concluded that women are believed to perform leadership
styles that do not violate their gender role prescriptions. Speaking generally,
women are expected to perform appropriate behaviors based on their gender roles
in work life too. Moreover, women are aware of these stereotypic prescriptions

and behave congruently with those prescriptions.

The Hopkins case is a nice example that has occurred in Price Waterhouse
regarding prescriptive types of gender stereotypes. To be detailed, Ann Hopkins
who is an accountant has qualifications of being competent and ambitious.
Although these traits are mostly perceived as masculine traits, she receives very
well feedbacks as evaluation from her clients. But, according to her candidates,
she is considered to be “macho” and to have interpersonal skill problems. When

she is seen as lack of social skills, her partnership in company is denied.
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Hopkins is not denied because she has performed too feminine behaviors, in
contrast; she has performed behaviors that are considered to be inappropriate for
women. Her candidates suggest her to talk and dress more femininely, wear make-
up. In this case, prescriptive stereotypes take place. She has met the expectations
but she is expected to meet both (Fiske et al., 1991). In other words, she meets
the occupational roles but she is expected to meet female gender role as

performing more feminine attributes and behaviors. (Gedik,2013:30)

As well as, the dissimilarity between the descriptive and perspective aspect of
gender stereotypes has long been seen in the field. (Eagly,1987:18; Spence &
Helmreich,1978:203) And also in detail, the descriptive portion of gender
stereotypes contains beliefs and taught about the characteristics that women do
possess, whereas the prescriptive portion consists of belief and thought about the
feature that women should have.(Cota,1991:225; Eagly,1987:18)Furthermore,
both of the men and women may be "sanctioned and disliked" when they refuse
to obey traditional gender role requirements(Fiske,1998:378). In other words, we
can illustrate that prescriptive aspect of gender stereotypes as more central to
sexual harassment than the descriptive aspect, and it's clear that gender

stereotyping has an important role in sex discrimination.
2.8.2.3 Gender and OCB

Up to now, it is declared that how gender stereotypes affect the occupational role
and expected behaviors from both genders and also the dimension of gender
stereotypes. In this study; we will study gender type and the relation between

gender and OCB in term of in-role and extra -role are investigated.

We can say, both gender male and female, are qualified for the jobs that are
related to their gender roles. Also, the fixed behavioral trait that proper for an
occupation may expected behaviors of gender roles. In specific: specific gender
in specific jobs. For example, aggressiveness and competitiveness are the
successful behavior of male-dominated occupation and also on other hand caring
and being devoted to other are stereotypically feminine traits, like nursing jobs.

(Yount,1986: 63).

Furthermore, male and female personality characteristics are linked with job

market outlook (Acker,1990:139). In detail maleness, which refers to attributes
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which are stereotypically attributed to men, is exemplified by the image of a
powerful, technically qualified, chivalrous, self-sufficient and authoritative
leader who can hold control of his emotions (Connell,1987:44).Vice versa,
feminineness contain such stereotypes that are related to women like empathy,

sensitivity, honesty, and caring. (Heilman,2012:113).

According to (Gutek1985:81) distribution of different gender in a job cause
gender type job. The female-dominated job can reflect the female type job.
Furthermore, as common belief of gender role, people classify themselves in a

job based on gender role. (Bielby and Baron,1986:739).

In detail, we can mention an engineering job and manage one company, are
common masculine job while nursing and secretary work are known as a feminine
job. Also, based on William's research (1993:21), impersonal caring tasks seem
in male nursing compared to female nurses. Also here we have a question why
such job like engineering is a male-dominated job? If we want to declare it in
detail being analytical, task-focused and having self-confidence in their skills,
besides these are included in masculine stereotypes.one of the cause that
stereotypes happen is the fact that less than %10 of all engineers are women

(Powell,1993:97). Also, leadership becomes a male-dominant job type in society.

Thus, in one society, gender roles are the expected task and roles that should be
applied depend on social position people have. Male and female gender roles are
consensual beliefs about the attributes and characteristic of them. Gender roles
are determined and define by gender stercotypes and we can say each job
classified based on expected from women and men or gender stereotypes. In
detail, some of the jobs are more appropriate for one gender male or female, that

is the cause of some roles that job has.

Male character and personality assume as human capital characteristics, which
indicate important employee productivity assets (Franzway,2009:89). Laboratory
studies have suggested that there are positive relation and connection between
men and maleness and wealth (William,2010:7). From a female personality may
encompass, the feminine characteristic which decreases opportunities in a job like

wages, get a job, and job development (Dennis and Kunka,2004:166).
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Also in the job market, we have widely-known status between gender, that the
market nowadays rewards the specific and particular traits stereotypically
attributed to men, therefore, employees representing feminine personality traits
may experience discriminatory workplace practice (Heilman,2012:113).
According to Nick Drydakis (2018:621) in her research, she explained also
women with masculine personality traits had a 4.3 percentage points greater and
have a more chance to receive and gain an invitation for an interview than women

with feminine personality traits.

Also one of the important subjects should discuss before the OCB and gender
relation is humor and the relation between gender in the organization. In fact,
humor has an effect on responses and also on the communication process, that the
result appears in social relationships at work (Hatch and Ehrlich,1993:505).
Furthermore, humor has been cited as a source of psychic rewards, as well as a
way to relieve frustration at work (Duncan,1982:136). In discussing another view
of humor, humor as characteristic of work environment, appears to center on the
positive role humor plays in an affecting the mood at work and it makes a channel
and a way to communication between members at a workplace. Research in
Gender differences in humor shows that male managers may use positive humor
to their advantage more than females. Further, negative and offensive humor is

used and enjoyed by males more than females (Decker,2001:450).

Manager
Gender
Positive
Humor Leader
.| Behavior and
Effectiveness
Negative
Humor

Figure 2.6: A model of humor use, manager gender, and leader outcomes.

Citation: Decker,2001:454
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As Chart 2.4, the relationship between humor and gender and also leader are
shown in the model, we can say it is believed that the use of both positive and
negative humor influenced subordinate perceptions of leader behavior and leader
effectiveness. Furthermore, in detail, positive humor is expected to be associated
with higher levels of perceived leader behavior and effectiveness and negative
humor with lower levels of behavior and effectiveness. One of the reason that,
the male manager will be an advantage to the female manager is the expected to
interact with the humor used. In another word, positive humor would enhance and
rich the leadership behavior and effectiveness, while negative humor was

expected to be detrimental to perceived leader behavior and effectiveness.

According to Organ and Ryan (1995:775), gender can be a determinant and one
of the reasons for the OCB. Gender stereotypes which are expected from the
women that create an expectation that woman employees perform more OCB,

especially altruism.

In fact, over the past ten years, evidence shows that there is a relationship between
gender and OCB and it is clear and has been found obviously ( Farrell &
Finkelstein,2007:81), opposite to past research that found little evidence about
the relationship (Podsakoff,2000:513). According to Ehrhart and Godfrey
(2003:29), OCB was considered more in-role for women than men, an expectation
for this behavior was less in men, thus it is more noticeable when men perform

them compared to when women do it.

Also, we have other investigation, Heilman, and Chen (2005:431) article,
explored and discuss the dimension of OCB that considered as a requirement than
discretionary behavior for women or men. If we discuss in detail, in the study's
hypothesis, altruistic citizenship behaviors (most similar to the helping behavior
dimension here) were rated and discussed as being more required of women than
men (or alternatively more of an optional behavior for a man than
women).(Heilman, and Chen,2005:431) In addition, the study found that raters
considered and pay more attention to civic virtue and individual initiative
behavior as more required of men than women. This finding help and provides
evidence that, expectation regarding the performance of OCB vary according to

the dimension of OCB and gender of the rater.
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In another date, in 2007, a study was conducted by Farrell and Finkelstein that
had three sets of hypothesis relating to OCB (helping behavior and civic virtue),
rater gender, stereotypical job type, and also attributions made regarding
impression management motives for OCB. Totally, this study shows one result
that women generally expected to engage in more helping behavior and civic
virtue than men and also we can say, participants were more likely to associate
men's OCB, with impression management motives than the OCB's of women.
This finding offer and shows additional evidence and proof for the gender
difference in different dimension of OCB also provides an explanation and detail

of how individuals view men and women who engage in OCB.

According to Van Dyne and Lepine (1998:108), helping behavior totally can be
included in two parts: interpersonal and cooperative behavior, that is other-
oriented, which is related with needs of others and is illustrated by feminine
stereotypes.so, the expectation should be more and greater for women than men

to participate in helping behavior dimension of OCB.

On another hand,'"voice" behavior takes on a change-orientation because it
emphasizes discussing ideas and organizational issues (Van Dyne
&Lepine,1998:108). The changing of the orientation of voice behavior can
damage and hurt relationships as against to nurturing them, and aligns with more
stereotypes describing men as a more assertive and task-oriented (as against to
relationship-oriented). therefore, expectations should be greater and more for men

than women to engage and participate in voice behavior.

Lovell, Kahn, Anton, Dowling (1999:469) have made an investigation on OCB
and gender relationship. This research shows a connection between gender, OCB
and performance evaluation. Employees who work in a university have been
evaluated based on their performance and activity of OCB. This research and

evaluation expected that result differ based on employee's gender.

It is expected that women would be acted OCB more than men, and they had two
other hypothesis that related to performance evaluation, they are level of
performing OCB and performance rating are expected to be positively related to
both men and women mean gender. The study has been conducted among the

employees on the campus of East Coast university.
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In result, we can see that female employee perform a higher level of OCB than
male employees, Expectation about women are shown women more helpful,
courteous, and conscientious than men but in detail, women as a group are not
rewarded for their higher level of OCB. Also, we can see the characteristic of
OCB in role behavior of women rather than extra-role. In the research also shows

that whose higher OCB rate of women may be because of gender stereotyping.

Furthermore, independent judges are asked which male or female employees are
more likely to perform behavior while measuring OCB. Therefore, gender typing
of each OCB behavior could be determined. The rated behavior which is expected
to be performed by the female is used to form a feminine OCB scale. The rated
behaviors which are expected to be performed by males are used to form a
masculine OCB scale. Also, those rated by both gender are used to form neutral

OCB scale. (Lovell, Davidson, Dowling,1999:469).

Based on the result, woman gain higher OCB rates on feminine OCB scale,
however, women also gain high OCB rating for masculine and neutral items in
OCB rating. Therefore, it is very hard to say that gender difference in OCB rating
is due to gender stereotyping (Lovell,1999:469). By summarizing the research of
Lovell and associates (1999:469), female employees perform more altruistic OCB
than male employees by their peers. Although OCB is related and discusses by
performance evaluation, females are not higher in this evaluation. This shows us
that OCB is mostly performed by women but they are not evaluated as high as

their male peers by their supervisor.

The result of Lovell mostly supported the research of Allen and Rush
(2001:2561). Allen and Rush in 2001 created the experiment that research
undergraduate student as they should choose and do between the three job
conditions, that are masculine, feminine, and gender-neutral. They assign to
gender condition as a male or female's job holder. Ten OCB behaviors that are
likely to be performed by female or male workers and ten task behaviors of

participant's assigned job are rated by participants.

If we see the result of this study, we can see that women considered mostly to
perform OCB more than men in gender-neutral and male-typed occupation.
However, this result doses not supported by female-typed occupation. If we see

the result in detail, in experiment one, raters specify that women are more likely
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to perform OCB than men. In another word, this outcome supports the general
belief about the women that women like to perform OCB more than men. If we
want to explain, it suggests that if women expected to perform the OCB, The
action of them might be less considerable and significant than men. In detail,
OCB performed by men more likely to be realized and remembered whereas OCB

that performed by females were less like to be remembered and realized.

This condition may occur because OCB is seen as a role for women. In the second
experiment, they show that the rating of OCB differs across the rater gender.
While raters are only observing, they are paying attention to men who performed
OCB and woman who does not. In this result also, it is shown that OCB performed
by women are less significant in advance, it is concluded that OCB performed by
women might have less effect on the reward that is allocated. This study provides

the proof that gender-typed OCB's are based on the gender stereotypes.

In brief, if we see the study of the researchers, women mostly like to do the OCB
behaviors, and because in general and most of the culture people believe that OCB
related to women, when men do them it is bold behavior and noticeable but when
one female do it, it is like routine behavior and mostly none of the managers pay
attention to it and it is clear that gender differences in OCB rating are due to

gender stereotyping.

Therefore, the OCB that performed by women might have less effect. According
to this outcome, it could be said that certain OCB are expected to be the in-role
behavior of women in work settings because of the gender stereotypes related to

women.

The research of Kidder and Mclean parks (2002:629), Heilman and Chen
(2005:431), and kidder (2001:939) are the most important study of this
relationship between OCB and gender. In the study of Kidder and Mclean parks
(2002:629), many important points related to gender and OCB are discussed. The
observers expect and look for definite and unquestionable roles from job
incumbent with respect to their gender while they do their job. Therefore, in
evaluating the employee's performance, these expected and awaited behaviors

effect on the reward decision.

61



If these roles are the in-role behaviors that are expected and most compulsory,
they are expected from the employees for sure, but if those roles are an extra role,
and if the employee does not want to do them, nothing happens, so they are not
always expected from the employee. These expected behaviors differ regarding
the gender of job holder. Females are getting less reward and bonus if they do the
OCB that are in-role also in male too if they do OCB that are in-role behaviors
they get less reward and prize for doing them. In the evaluation process, the OCBs

that are in-role behaviors are not taken into consideration and evaluation.

This supports the fact that the role of gender in OCB perception as certain OCB
are considered as in-role behavior regarding the gender of job holder.
(Gedik,2013:42). Shortly, female OCBs reflect the altruism and courtesy, and
also males OCBs reflected the sportsmanship and civic virtue. Feminine OCBs
are expected from the who have female job holder and also masculine OCBs are
expected from the who have male job holder. Furthermore, feminine behaviors
are seen as in-role for females. Similar to it, masculine behaviors are seen as in-
role for the male. In another word, males behaviors are seen as extra roles for
females also feminine behaviors are seen as extra roles for males. When a male
does and works in the feminine job, both male and female OCB behaviors are
expected from him, because working in a feminine job and expected to perform
feminine gender role, and he is male job holder, masculine roles are expected
from him. As an outcome, the expected roles are doubled. Similar to that
situation, female job holder who has the masculine job has greater job breadth

because of the expectation of doing both males and females OCBs.

In the relationship between Gender, OCB, and performance evaluation, there is a
proof and evidence that show the competence of women is mostly devalued in
comparison with males (Lott,1985:43). For instance, the study by Greenhaus and
Parasuraman (1993:273), they rate the manager's performance and attributions for
their performance. They show us that for high performing employees, men's high-
performance way attributed more to their high ability than the way women's high
performance (Swim & Sanna,1996:507), Also there is an assumption that women

are more likely to do and perform OCB than men.

If this assumption is correct, we might find that women attend in more OCB than

men, but because their in-role job contribution has less value than men's in-role
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job, they will not receive higher performance evaluations than men. The quality
and feature that OCB has, which include the feature of women's stereotypes too.
For example, as Ruble in (1983:397) found, people see some stereotypes like

"kind","understanding" ,"considerate" ,"devotes self to others " and "helpful to

others " as more typical of women than men.

Therefore, when an employee acts these factors and performs them, these
employees considered as an employee who engages in a high level of OCB. In
detail, surveys and research regularly show that women and girls are more
concerned about helping others than men and boys. (Astin,1991:31).George,
Carroll, Kersnick, and Calderon (1998:685), recently found that women spend
more time and energy than men, in helping and give high quality of support than
men. Eagly (1987:21), suggested that those difference in social behaviors
between males and females reflect and mirror the ways that differences in social
roles of women and men. Because most men and women perform and do different

social role when they get adult and they learn and they get new skills.

In another word women, for instance, stay more than men at home as caregivers,
so they learn nurturing skills more than men, as well as, more men than women
tend to do leadership in company or home also, so they get assertive and
aggressive skills required for such position better than women. Also here one
question may appear that is that, if women are perceived to be more altruistic than
men and behave mostly in altruistic fashion than men, will these OCB behaviors
evaluated differently by their supervisor? In response, certain everyday
experience shows that. One mother who engages her baby's diaper is not
considered and valued for the praised worthy act, but a father who engages in the
same behaviors will often perceive a praise for it. Likewise, a mother who does
not change her baby's diaper will gain more disapproval than will a father who
neglects his baby. This supposition was recently confirmed and certified by

Deutsch and Saxon (1998:665).

Moreover, Harris (1992:1399), found in his research that people mostly expect
and waited, from women to be grateful for the courteous behaviors that are shown
by men rather than women. In the same method, women who fail to enact and
perform behaviors which are seen as characteristic of women will be punished

more than a man who fails to behave those same behaviors. If we analyze the
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gender and performance evaluation, the stereotypes of the females in our society
do not include useful and instrumental qualities related with successful job
performance (Basow,1992:43).The gender gap in paying diminishing slightly

over the years.

Furthermore, there is no evidence suggesting that women are more successful and
preferred over men when evaluating employee performance. Allen in (2006:120),
research and study the relationship between OCB and two organization rewards
that are salary and promotion, also in this study employee's gender is tested as a

moderator.

The outcome of the study shows that the relationship between OCB and
promotion is weak and fragile for females than males. This is due to fact that
OCB contains behaviors that are congruent with female gender role. This supports
the fact that the OCB is seen as in-role behavior for women in work setting.
Furthermore, it is found that the relationship between OCB and promotion are
higher and better for males than females. It can be derive that, all dimensions of
OCB are seen as extra role for males than females. There are multiple studies of
OCB, gender, rewards, performance evaluations. The research of Heilman and
Chen (2005:431), have aimed to see the effect of gender while performing an

altruistic behavior on reward recommendations.

In the work setting, we can see different reactions to men and women when they
do altruistic citizenship behavior or not. Data is collected from the student of
business in united states, and in the result when there is no helping behavior
shown, females receive more negative viewpoint than men. In contrast, when
targets in both genders engage in helping behavior, men receive more favorable

recommendation compared to women (Heilman & Chen,2005:431).

If we want to summarize it, Heilman and Chen's (2005:431) research has explored
the types citizenship behaviors that are considered in-role for women but extra-
role for men, and to be in-role for men but extra-role for women. They have
analyzed also citizenship behaviors that composed of agentic and public or
communal behavior. In another study, Lin (2008:241) search on the topic of the
relationship between OCB and knowledge sharing, by using gender as a
moderator. Furthermore, data were collected from employees in various

companies who attended evening college classes in Taiwan.
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The study is about the relationship between five component of OCB and gender.
In result, when outcomes appear it is seen that gender stereotypes have the main
effect on sportsmanship and altruism. Also, women, want to perform altruism
behavior more than men. On other hand, men also want to do more sportsmanship
behavior than women. The result of this study, have the same dimension of Kidder
and Mclean's study, that sportsmanship behaviors have seen more masculine
behavior than feminine. It can be concluded that males more likely to perform
sportsmanship than females because this behavior expected from men rather

females.

In conclusion, Sun (2001:16) has claimed that gender is the most important factor
in OCB performance. Kidder and Mclean Parks (2001:939) have discussed
several reasons that are related to the topic. They have claimed that negative
perspectives which are traits and also the empathetic concerns which are related
to women effect helping behavior and courteous, also humility. From all of this
study, it can be derived that women are considered to have more and much better
understanding and knowledge of OCB, and can internalize OCB as in-role
behavior more than men. If we want divided OCB into two part, it is two

categories, OCB altruism (helping behavior) and OCB civic virtue.

The result shows that females, more likely to do and perform OCB altruism and
helping other more than men (Morrison,1994:1543; Lovell and Kahn,1999:469)
due to fact that OCB altruism is less optional for women than men. In another
word, OCB altruism is in-role behavior for women rather than men, and this
behavior is compatible with female gender role. In term of OCB civic virtue, it
could be said that civic virtue is mostly expected by men rather than females,
mostly because it is considered that civic virtue considered as in-role behavior

for men than women (Kidder,2002:629) and less optional for men.

All these studies took place in western societies. The important point in doing
this research is the relationship of OCB to gender in a different society also in the
middle east like Iran and Turkey. There is a lot of research and study about the
relationship between gender and OCB that some of them mentioned above. Some
specific behavior and treatment are expected mostly from women because of the
gender roles and stereotypes. Behavioral expectations differ regarding the gender.

Organizational OCB which contain offering idea and thought to improve the
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functioning of the organization should engage mostly by men because of the
expectation from men such as civic virtue. The behavioral expectation of gender

may form a perception that certain OCB dimensions are regarded as in-role.
Based on these finding it is proposed that:

Hypothesis 2: There is a relationship between gender with organizational

citizenship behavior of welfare workers in West Azerbaijan.

2.8.3 The Relationship Between Job Characteristics and Organizational

Citizenship Behavior

Although there are multiple studies on the background and history of OCB, there
is little research and study on the connection between job characteristics and OCB
(Chiu & Chen,2005:523). In specific, this connection has been studied in the
context of the substitute of management literature (Mackenzie
Podsakoff,1996:259). The analysis by Farh and Friends (1990:705) on OCB
showed the significant effect of the role features on OCB. (Todd & Kent,2006,
p-253). They stated and questioned that job-characteristic, arousal and fire-
intrinsic ambition, task factors should directly affect OCB. In another word,
intrinsic motivation means, perform and doing a task and work for enjoyment and
pleasure without expecting any reward and remuneration. It includes the time
expended by the worker to accomplish the task during the free time period, in
other words, how well a task is enjoyed, the willingness to engage in future

research and the voluntary conduct of the institution (Tang & Ibrahim,1998:530).

OCB has defined by Organ (1998:66) as "optional and voluntary individual
behavior, not directly or explicitly reorganized by the formal reward system, and

in total help the promotes the effective functioning of the organization.

There is a various term for extra-role behavior such as organizational spontaneity
(Jones,1997:153), civic organization behavior (Grahm,1991:249), contextual
performance (Motowildo, Borman &Schmit,1997:71), and pro-social
organizational behavior (Motowildo,1986:710). However, the most recognized
term for extra-role behavior is organizational citizenship behavior. Job
characteristics model is based on five different perspectives of the job. These

aspects are Job variety, Job identity, Job significance, Autonomy, and Feedback.
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If we want to clarify them one by one, job variety allows and give the employee
a chance to use different skills for the tasks that assigned to them. Job identity,
allows the employee to take ownership and the complete task at hand.
Furthermore, in job significance give the employee a view and insight how the
task that they have is, and how help to improve themselves and company, and in
autonomy section refer to extent of freedom that employee has in doing task and
lastly, feedback is that dimension of job characteristics which defines, the
performance of a job to the employee (Chic & Chen,2005:523). All three initial
aspect (job variety, job identity, job significance), express and shows how
important the job is to the employee, and the remaining two (Autonomous and
Feedback) shows the extent of autonomous, and feedback acquired from the job.

Also, Job characteristics model is shown in below figure:

Job Characteristics Model

Meaningfulness

of work

Responsibility High:
An tonomy\ for Work

Motivation
Outcomes

Performance
Knowledge of
‘ Feedba‘:k\’ results of

Satisfaction
work

Figure 2.7: Job characteristics model
Citation: Vskills Blog (2018:2)

Furthermore, Farh and Colleagues (1990:705) suggest reasoning that job
characteristic effect on OCB. First of all, natural and implicitly empowering tasks
give a sense of obligation, one of the psychological conditions needed to be

current (Hackman & Oldham, 1980:41). Moreover, workers will be responsible
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while they work, regardless of the job description related to the contractual
relationship between the worker and the company. Next, encouraging activities
implicitly give meaning to another psychological condition of life. This
strengthens and strengthens the sense of the job which enables the employee to
perceive the situational value of the job and to recognize the interdependence

relationships between his / her coworkers (Farh, Podsakoff, 1990:705).

In outcome, employees who have intrinsically motivating tasks that create a
feeling of personal responsibility and enhance the meaning of the work would
show OCB and work in a way that serves the interests of their organization as a
whole and help their coworkers. As result, the employee is like airplane gear that
they should work with more concentration because without any concentration we

have tragic consequences (Pearce& Gregersen,1991:67).

Therefore, employees engage in at least certain types of OCB. As a study of
Cardona, Lawrence, and Bentler (2004:219), that they suggest when employees
understand that work, helping their learning process and give them motivation,
they will have a positive attitude toward works which increase the sense of
responsibility and involvement so OCB increases. The result of Farh and
colleagues (1990:706), research shows that job characteristic significantly related
to altruism and different aspect of OCB. Furthermore, Podsakoff and Colleagues
(1996:380), provide and shows job characteristic is a main and important aspect
of OCB. They found that tasks that are routine and employee do them every day
has a negative influence on OCB dimensions (altruism, conscientiousness,
sportsmanship, courtesy, and civic virtue) and also tasks that are intrinsic and

give motivation, effect, and also influence positively on OCB.

As Merriam Webster online dictionary (2008), that defined citizenship as " one
who is membership in the society, community and carries with it rights to political
participation, a person having such characteristic is a citizen'. Citizenship status
gives some responsibility and rules and tasks. This can be moreover, suggests
working towards the improvement and enhancement of one community through
financial cooperation, open benefit volunteer work and other such endeavors to

progress life for all citizen.

Bateman and Organ (1983:587), developed and express the first scale to measure

OCB. According to them, OCB includes any of signs and signals often taken for
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granted the lubricate the social machinery. For example, an employee helps their
colleagues in job problem issues also accept an order without a fuss, tolerating
the complex and hard situation are the some of this issue that we can give as an

example.

One of the organs and associates work (2006:31) reveals that input from the
project is the most reliable and self-evaluated form of information, as well as the
most fundamentally inspiring. Organ and Colleagues suggest that task feedback
may help another researcher that have the same problem and making structural
and Useful proposals on how job quality can be improved and upgraded. Another
research by Niehoff and Colleagues (1993:44) provides another aspect of the
relationship and association among humanitarianism and altruism and awareness
task input. We also show that routine tasks have a negative impact and are linked

to both these characteristics and measurements.

In research of Chen and Chiu (2009:474), that the research on OCB, they declare
and express that they found a considerable connection between the scope of work
and the OCB through a single aspect instrument. Furthermore, another study by
Todd and Kent (2006:253), proposed that relation between task characteristic and
OCB.

Although there is abundant research on the antecedents of OCB, the literature
involves rather few studies on the association among job characteristics and OCB
(Chiu & Chen, 2005; Farh et al., 1990). Particularly, this association has been
studied in the substitutes for leadership literature (Farh et al., 1990; Podsakoff et
al., 1996,1993).

Farh and his associates (1990) argued that, since job characteristics stimulate
intrinsic motivation, they should directly impact OCBs. In other words, intrinsic
motivation can be triggered through performing a task for the sake of pleasure
without expecting any awards. According to Katz (1964), the quantity and quality
of work rise by enriched jobs that involve higher responsibility, as such jobs
bolster intrinsic motivation. Particularly, intrinsically motivating tasks generate
a sense of responsibility and enhance meaningfulness of the work. According to
Hackman and Oldham (1980), feedback as one of the variables of the job, is
expected to be closely related to OCBs since it provides an intrinsically

motivating source for that job.
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Therefore, all of these finding proposed that:

Hypothesis 3: There is a relationship between job characteristics and

organizational citizenship behavior of welfare workers in West Azerbaijan.

2.8.4 The Relationship Between Organizational Commitment and

Organizational Citizenship Behavior

In the literature of finding the relationship between job characteristics and
organizational commitment mostly focuses is on effective commitment rather
than normative one but in this study, we want to fill this gap by research. In a
simple way, job characteristic is a primitive way to understand and evaluate the
relationship between individuals and their organizations (Cardona,
Lawrence,2004:219). One job provides autonomy, feedback a sense of task, task
achievement and affecting the others and also makes it easier that one employee

sees his/her ability and effect in a described direction.

Also in a suitable job there is a personal control that makes it one person how to
believe to himself/herself and to his /her ability that makes the employee to feel
and sees that he/she has real and important contribution in the organization and
this may in turn "Fulfill a higher order desire to enhance perceptions of self-
worth' (Allen &Meyer,1990:17). As a result, the employee feels dependence and
attachment to his/her organization (Van Dyne & Graham,1994:766). In 1991
Allen and Meyer, redesigned the classify of O'Reilly and Chatman, by introducing
the concept of normative commitment and integrated the employee identification
whereas, compliance was coined as continuance commitment. They defined
affective commitment as one employee's emotional attachment to, identification
with involvement in, try and enjoy to be the membership of his/her organization
(Allen and Meyer,1990:18). Employee and individuals with high level of
affective commitment continue to work for an organization because they want to
(Meyer and Allen,1997:310). In another research by Arfat and Riyaz (2013:66),

it is clear that they argued on affective commitment has 3 factors:

First: individuals and organization value compatibility Second: an obsession and
thinking about helping the organization to reach its goal. Third: certain desire to
be and hold as a member of the organization. Furthermore, the manager rated

affective commitment as a positive relationship and continuance commitment as
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a negative relationship with the gainfulness and profitability of employee (Shore
et al,1995:1593). It is also, represents that affective characteristics have a great
effect on both negative outcome variables such as absenteeism and turnover

(Dunham et al,1994:371).

Normative commitment may be defined as a commitment to remain with an
organization (Buchko et al,1998:109). It is maybe the result of the internalized
norm, extended by the person prior to joining the organization through the values
inherent or other socialization processes, that one should be loyal to one's

organization. (Arfat and Riyaz,2013:67).

Furthermore, Allen and Meyer (1990:8), assembled and collected the prior
antecedent of organizational commitment into "Those that satisfy and please the
employees needs to feel comfortable in their relationship with the organization
and to feel worthy and capable in the work-role". If we see in a rational view this
relationship, we can say that reason and rationale behind the effect and impact of
job characteristics on affective organizational commitment is that when the jobs
are improved and enriched, employees want to do the same in return or
reciprocate by dependence to their organization because we can say psychological
needs of employees are satisfied (Eby,Freeman,Rush &Lance,1999:463). In
another hand, if employees want to leave their organizations, they may lose the

opportunity and chance to satisfy their needs (Greguras & Diefendorf,2009:466).

We can consider the internalization of social values and interplay with the
organization as a source of normative commitment. Also, there is an argument on
reciprocity affect development of normative commitment. Furthermore, the
employees who receive favorable and desirable behavior and treatment from their
organization, they may feel a moral and more responsible to reciprocate to the
organization (Yao &Wang,2008:247). Individuals also consider the
characteristics of the task inherent in the job, while giving an employment
decision. Nevertheless, task characteristics like autonomy and skill variety can
provide by the manager or leader of a company and organization because those
characteristics are not built in the job (Dunham, Grube,1994:370). In this
situation, employees may be appreciative for the favorable task characteristics,
which the organization provides and in return the employee feels more committed

to his/her organization.
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Also, we can say the effective and normative commitment are two separate and
different aspect in another hand, we can consider this correlation as positive
experiences that cause affective commitment may also contribute to a feeling of
obligation to reciprocate (Meyer, Stanley,2002:20). Therefore, positive work
experiences such as jobs highly scope and extent may grant normative
commitment. If we want to refer to Strees (1977:46), we can find potential roots
of effective commitment into three main categories such as personal
characteristics, job characteristics, and work experience. If we want to conclude
the Strees study we can say that the jobs high in scope positively influence

effective commitment.

Furthermore, in another meta-analysis study by (Mathieu and Zajac,1990:171), it
is shown that a considerable connection between job scope and organizational
commitment as a combined and composite variable. Also in a similar study by
Glisson and Durick (1988:61) that they want to search on predictors of job
satisfaction and commitment, they found support for effecting of job scope on
affective commitment. Furthermore, Huang and Hsiao (2007:1265), found job
characteristics as the strongest determinant of affective organizational
commitment. As well as, Eby and colleagues (1999:463) found autonomy and
feedback as an important and positive effect that related to affective commitment.
Moreover, (Hackett & Bycio,1994:15) found a strong relationship between job
scope and effective organizational commitment. Also, the research of Gautam,
Vandick, and Wagner (2001:239) shows as that job scope had an important effect

on normative commitment.

Work attributes determine the level to which workers are fundamentally
rewarding and therefore employees perform the work because they enjoy doing
so (Farh and others, 1990:11). Once the task is important to the worker and gives
a sense of duty, workers tend to perform OCBs because they understand the value

of the effects of their work and feel the institution's individual responsibility.

According to Mathieu and Zajac (1990:18) when an employee is committed to
his/her organization, she /he is more likely to engage in extra-role behaviors that
lubricate the overall effectiveness of an organization. Social exchange theory and
arguments of Scholl (1981:83) and Wiener (1982:15) have been utilized to

explain the relationship between organizational commitment and OCB.
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Besides, when an employee works for an organization that provides him/her with
the opportunity to satisfy his/her needs in term of autonomy, feedback, use of a
variety of skills, task significance, and task completion, she /he will not want to
quit the organization. Instead, she/he will be loyal to the organization and

internalize its values and make effort to achieve organizational goals.

Bentler, Cardona, and Lawrence (2004:73) Suggested that participants are
becoming more committed to their institutions by assessing the connections of
job exchange, thus increasing the willingness of individuals to participate in
OCB. Participants, therefore, assess their connections with institutions by
perceived work characteristics and are dedicated appropriately. After identified
the essence of OCB connections, work features, and organizational engagement,
the study suggests a conceptual model in which task features influence

organizational engagement as a consequence of which staff participates in OCBs.

Models proposed by Wiener (1982) and Scholl (1981) delivered theoretical
assistance for the association between organizational commitment and OCB.
Scholl’s (1981) model described organizational commitments as a force that
balances and acts to preserve behavioral direction even when equity (expectancy)
conditions are not satisfied. As stated in this model, the sources for commitment

are reciprocity, investments, identification and deficiency of alternatives.

In Wiener’s (1982) framework, organizational commitment results in behaviors
that reveal individual forfeit made for the organization, designate individual
preoccupation with the organization and do not rely mainly on reinforcements or
punishments. Since the features stated in the model of Wiener (1982) identify
OCBs, further support for organizational commitment as being an antecedent of
OCB is supported. Also, a significant relationship between organizational
commitment and OCB is supported by empirical research as well (Allen & Meyer,

1990; Mathieu & Zajac, 1990; O’Reilly & Chatman, 1986).

According to the research of Cohen (2007), Morrison (1994) and Meyer and
colleagues (2002), employees who experience positive exchanges with the

organization, reciprocate with higher levels of affective and normative
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commitment. Moreover, Wasti (2002) and Van Scotter (2000) supported that

affective commitment is significantly and positively related to OCB.
Therefore, all of these finding proposed that:

Hypothesis 4: There is a relationship between organizational commitment and

organizational citizenship behavior of welfare employees in West Azerbaijan.
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3. RESEARCH METHODOLOGY AND DATA ANALYSIS METHOD

3.1 Introduction

This section describes the approach used in this report. In fact, we will discuss
the research design, statistical population, and research sample, and sampling
method and in forward we will discuss, measuring tools, their credibility and

reliability, research methodology, and also data analysis method.

3.2 Research Method

As we know we can categorize research into three parts:

First: Basic or fundamental research, that often describes a research without any
clear target or goals, or science to satisfy the curiosity, totally we can say the goal
of the fundamental research is "collect information about how nature and people
are put together" and it is not important this information can be used for anything,

the important thing is we can improve our understanding.

Second: Applied research, applied research we can say it is a scientific study and
seeks to find the solution to the problem. We can say in this type of research
finding solution is very important that can have an effect on everyday life and

problems.

Third: Action research, action research we can say use the analytical research to
solve the problem immediately and it focuses on solving the problem rather than

theory.

The research method of this study is based on basic or fundamental research and
based on the Data collection it is a survey study. Also based on the goal and
hypothesis of the study, we can say this research is a Descriptive-correlational

study that relationship between hypotheses is discussed.
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3.3 Statistical Population, Sample, Sampling

If we want to talk about the statistical population, we can say is a set of people,
things or concepts that share a set of properties. For example, a coffee drinker in
France (Spaces,2018:2). Furthermore, sampling is the process of selecting a
number of individuals for a study in such a way that the individuals, represent the
larger group from which they were selected. As well as, a sample is " a smaller
(but hopefully representative) collection of units from a population used to

determine the truth about the population (Field,2005:5).

SAMPLING.......

Figure 3.1: Sampling

If we want to talk about this study, we can say the statistical population of this
study is all of the employees of the welfare organization that has 420 people. We
use the random sampling method in this study. Based on this study, from each
department, samples are chosen based on random and totally based on Cochran's

sampling table 210 people were chosen randomly.
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3.4 Research Tools

In this study for measurement, we use multiple surveys like Allen and Meyer
organizational commitment questionnaire, Minnesota satisfaction questionnaire
(MSQ), Organizational citizenship behavior scale (OCB) and test of Hackman

and Oldham's job characteristics survey.

3.4.1 Allen and Meyer Organizational Commitment

If we want to explain each measurement one by one we can start from the Allen
and Meyer's organizational commitment, the goal of this questionnaire is to
measure the commitment of the employee to their organization, it has 24 question
and if we want to explain the questionnaire scoring method, we can say it has
seven answer options for each question, including "I strongly agree", " I agree",
"I agree a bit", " I have no idea", " I disagree a little", "Fairly disagree " and " |

totally disagree ".

Employees should response, between number one up to number seven, and then
it is scored on the basis of values, 1,2,3,4,5,6,7. In this questionnaire, the
maximum score is 168 points and at least it is 24. Also, the score between 24 to
64 means organizational commitment is weak and the score between 64 and 96 is
a moderate organizational commitment, also if we want to talk about the
dimensions of the questionnaire, this questionnaire has three dimensions,
emotional, continuous and normative, and in deeply if we want to say, we can say
questions 1 up to 8 is related to emotional dimension, and questions 9 up to 16

related to continuous one and 17 up to 24 are related to normative.

3.4.2 Minnesota Satisfaction Questionnaire (MSQ)

And if we want to talk about Minnesota satisfaction questionnaire (MSQ), it has
19 questions and its goals are to analysis job satisfaction based on 6 aspects:
Payment system, Job Type, Opportunities for progress, Organizational
atmosphere, the method of leadership, Physical conditions. Job satisfaction is a
kind of satisfaction and pleasing about his /her job that related to good and
properly works, with talents and the success rate in the job, the fulfillment of
logical needs, the flourishing of talent, work progression, successful experience

and organizational atmosphere. This questionnaire analyzed based on, the
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questions that are (1-completely opposite 2-disagree 3-1 have no opinion 4-agree
S-strongly agree),In another word Job Satisfaction is usually treated as a
collection of feelings or affective responses associated with the job situation, or

“simply how people feel about different aspects of their jobs” (Spector, 1997: 2).

Job satisfaction can be defined as positive affect towards employment (Mueller
and McCloskey, 1990) and it is arguably a fairly stable evaluation of how the job
meets the employee’s needs, wants, or expectations (Fisher, 2003). In research,
job satisfaction has been assessed using global aspects as well as multiple facets
like salary, career progression, supervisor, etc. (Fisher, 2003). The satisfied
employees will perform their work more effectively is the basis of many theories
of performance, reward, job design and leadership (Shipton et al., 2006).
Managers and lay people are thought to believe in what has been called the
‘happy—productive worker hypothesis’ (Fisher, 2003). Job satisfaction is an
attitude that relates to overall attitudes towards life, or life satisfaction (Illies et

al., 2009) as well as to service quality (Schneider and Bowen,1985).

The Minnesota Satisfaction Questionnaire was one of the outputs from the “Work
Adjustment Project” at the University of Minnesota; the underlying theory is
based on the assumption that work fit is dependent on the correspondence
between the individual skills and the reinforcements that exist in the work
environment (Weiss et al., 1967). This is a self-reporting measure, suitable for
individuals of all school levels that can be administrated separately or

individually.

And also if we want to show job satisfaction in the diagram it will be like this:
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Figure 3.2: Job satisfaction in the diagram
3.4.3 Test of Hackman and Oldham's Job Characteristics Survey

If we want to talk about another survey, we can talk about the test of Hackman
and Oldham's job characteristics survey. A research that focused on the objective
amounts of job characteristics that were correlated with the employee's
satisfaction and attention (Hackman and Oldham,1980:2).This survey includes 5

aspects that are :

"The nature of duty, the importance of duty, independence, feedback results, and
skill diversity ". Furthermore, if we want to talk about job identity we can say,

the identity of a job means that employees can do certain work.

Start with raw materials or information and end the work with a product that is

ready for use by a customer or someone else or a group of companies.

The importance of a job is the connection and (dealing) that a person's work with

other people, that shows individuals job is important, and that cause and reach
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better performance than other occupations in the firm. Also, we can say a job with
independence that has the freedom to make decisions, independence from the
supervisor, job listing routines, and how to perform the job. And about job
feedback, feedbacks refers to the ability of an employee in a conversation to carry
out his/her job on a regular basis, or whether the job (task) is effectively carried

out.

3.4.4 Test of Organizational Citizenship Behavior (OCB)

Organizational citizenship behavior questionnaire of Oregon and Kanovsky,

include 15 items and dimensions:

Altruism, conscience, chivalry, civil behavior, literacy and consideration. If we
want to describe organizational behavior, Podosakov believes that organizational
citizenship behavior is an optional behavior that is not merely part of job
descriptions or role-playing behaviors and is not part of employee recruitment
commitment and is wholly selective and if we want to talk about questionnaire
scale, this questionnaire is based on the Likert scale (I totally disagree 1, disagree

2, not agree or disagree 3, agree 4, strongly agree 5).

Organizational citizenship behavior deals and converse with the actions and
behaviors that are not required by workers. Also if we want to talk about the
upsides of organizational citizenship behavior we can say a sense of purpose,
feeling in control, a renewed sense of vigor, clear up role ambiguity, increase job
performance and engage early career workers. Furthermore, as we said, OCB

types include in :

1-Altruism, that means one employee help his/her colleagues without expecting

anything in return.

2-Sportsmanship, means an employee decides to stay in good spirits even when

something doesn't go their way
3-Courtesy, means when a worker is considerate or polite to those they work with.
4-conscientiousness, like coming early to work to finish a project.

5-Civic virtue, that is when a worker represents the company they are associated

with in a positive light.
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3.5 Hypotheses of Thesis

Hypothesis 1: There is a relationship between job satisfaction with organizational

citizenship behavior of welfare workers in West Azerbaijan.

Hypothesis 2: There is a relationship between gender with organizational

citizenship behavior of welfare workers in West Azerbaijan.

Hypothesis 3: There is a relationship between job characteristics and

organizational citizenship behavior of welfare workers in West Azerbaijan.

Hypothesis 4: There is a relationship between organizational commitment and

organizational citizenship behavior of welfare employees in West Azerbaijan.

3.6 Research Methodology

The present research is a purposeful, applied and descriptive-correlation research
that has been done fieldwork. Data were gathered and in the operational phase of
the study, also to gather information questionnaire was used. After completing
the necessary steps and obtaining necessary permits from the welfare
organization, referring to the department, obtaining the staff statistics and the
necessary information and selecting the samples, questionnaires were distributed
among the staff. After answering staff, the questionnaires were received from the
staff. In the next step, the scoring was done. Of the 210 questionnaires, 16
questionnaires were invalid and 194 completed questionnaires were used. The
data were then entered into SPSS software and analyzed by descriptive and

inferential statistics.

3.7 Data Analysis Method

In the descriptive statistic, we describe the information, based on the central
tendency indicators such as mean, median, facet, and dispersion indicators such
as standard deviation, variance, and range of changes. In the Statistical inference
analyses of the information and data that obtained from the Chi-square test and

the correlation and also regression.
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3.8. Model of Research
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Figure 3.3: Correlated Model of Citizenship Behavior
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4. RESEARCH FINDINGS

4.1 Introduction

In this chapter, raw data obtained from research tools was analyzed using SPSS-
20 software. At first, the demographic characteristics of the subjects and then the
descriptive statistics (abundance, percentage, mean, and standard deviation) of
each of the variables of the research are presented. In the next section, the results
of the statistical analysis are presented with the hypotheses of the research and

their significance is statistically analyzed.

4.2 Descriptive Data

In order to provide a clearer picture of the research findings, the demographic
characteristics of each sample person are presented in sections 1-4, 2-4, 3-4, 4-4

and 5-4.

Table 4.1: Descriptive indexes related to the gender of the subjects

Percentage Abundance Indicator
Variable
63.4 123 Female Sex
36.6 71 Man
100 194 Total

Table 4.1, the descriptive indexes of gender refer to the subjects of the research.
Based on the above table, most of the sample population consists of a female

worker in welfare organization, West Azerbaijan province.
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Table 4.2: Descriptive indexes related to the age of the subjects

STANDARD AVERAGE INDEX
DEVIATION VARIABLE
8.43 39.84 AGE

Table 4.2 shows the descriptive indexes related to the age of the subjects of the
research. Based on the above table, the average age of employees is 39.84 years

(SD = 8.43, range = 57-22 years).

Table 4.3: Descriptive indexes related to the level of education

Percentage Abundance Education level

4.1 8 Under the general diploma
10.8 21 Diploma

29.9 58 Associate Degree

39.7 77 Bachelor

15.7 30 Master's degree

100 194 Total

Table 4.3 shows the frequency and percentage of subjects' education. According
to the data presented in Table 4.3, most of the participants in the study have a
bachelor's degree (39.9%).

Table 4.4: Descriptive indicators related to the marital status of the subjects of
the research

Percentage Abundance Marital status
25.3 49 Single

74.7 146 Married

100 194 Total
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Table 4.4 shows the frequency and percentage of marital status of subjects.
According to the information in Table 4.4, most of the participants in the research

(74.7%) are married.

Table 4.5: Descriptive indexes related to employees experience

Percentage Abundance Years of experience
22.7 44 Under 5 years old
8.8 17 5-10 years

17.5 34 10-15 years

23.2 45 15-20 years

27.8 54 20 years and up

100 194 Total

Table 4.5 shows the frequency and percentage of employees experience.
According to the data presented in Table 4.5, most of the participants in the

research (27.8%), have a experience of 20 years.

In order to find out about the research variables and their dispersion, the

descriptive indexes of these variables were presented in Table 4.6
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Table 4.6. Descriptive indices of research variables in sample people

Number Standard Average Maximum Minimum Variables
of deviation
samples
194 4.51 9.64 42 3 Job features:
Skill diversity
194 4.59 10.48 39 3 Feedback
results
194 5.49 8.43 39 3 Independence
194 2.99 11.83 52 3 The
importance of
duty
194 2.99 10.77 15 3 The nature of
duty
194 13.78 69.9 166 35 Job satisfaction
194 2.72 11.72 19 3 Physical
conditions
194 4.04 12.94 45 2 Method of
leadership
194 2.64 8.14 19 2 Organizational
atmosphere
194 5.24 10.69 66 3 Opportunities
for progress
194 4.88 15.48 54 0 Job variety
194 5.73 10.92 45 1 Payment
system
194 17.85 108.02 151 48 Organizational
commitment
194 11.17 34.09 59 3
Normative
194 7.08 32.27 61 4 continuous
194 7.44 41.65 55 15 Emotional
194 9.09 55.36 75 13 Citizenship
behavior

Table 4.6 shows that the highest mean of research variables is related to
organizational commitment with an average of 108.02 and the lowest average for

Organizational atmosphere with an average of 8.14
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4.3 Inferential Findings
Hypothesis 1: There is a relationship between job satisfaction with organizational
citizenship behavior of welfare workers in West Azarbaijan.
Pearson correlation coefficient was used to analyze the data related to this

hypothesis. The data for this hypothesis is given in Table 4.7

Table 4.7: Pearson correlation coefficients between job satisfaction score and
organizational citizenship behavior

Organizational Variables
citizenship behavior

r=0.325sx Job Satisfaction
r=0.289:x Physical conditions
r=0.189 s method of leadership
r=0.192 s Organizational atmosphere
r=0.2 s Opportunities for progress
r=0.263 s Job variety
r=0.011 Payment system

*P<0.05, **P<0.01

Table 4.7 shows that the relationship between total score of job satisfaction
(r=0.325, P<0.01) and dimensions of physical condition(r=0.289, P<0.01),
leadership style (r=0/189, P<0.01), Organizational atmosphere (r=0.192, P<0.01),
Job variety (r=0.263, P<0.01) , With organizational citizenship behavior, the
welfare workers of West Azarbaijan province have a positive and meaningful
relationship and Correlations also show that high score in these variables is
associated with high score in organizational citizenship behavior. The bond
between payment system (r=0.011, P>0.05) and organizational citizenship

behavior were not meaningful.

Therefore, the hypothesis of research based on the bond among job satisfaction
and organizational citizenship behavior of welfare workers in West Azarbaijan

province is confirmed.
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Hypothesis 2: There is a relationship between gender with organizational

citizenship behavior of welfare workers in West Azarbaijan.

In order to analyze the data related to this hypothesis, with the nominal
significance of the scale, the Chi-square test was used and the data for this

hypothesis are presented in Table 4.8

Table 4.8: Gender correlation coefficients with citizenship behavior

Citizenship behavior Variables
Chi-Square=60.171 Female employees

df=29
Sig=0.001

Chi-Square=33.37 Male employees

df=25
Sig=0.122

**p<0.01,
*P< 0.05

Table 4.8 shows that the relationship between gender and organizational
citizenship behavior (X?=60.171, P<0.01) is remarkable and meaningful. But
male gender relationship with organizational citizenship behavior was not
meaningful (X?=33.37, P>0.05). Therefore, the research hypothesis is based on
the relationship and bond among female gender and organizational citizenship

behavior is approved.

Hypothesis 3: There is a relationship between job characteristics and

organizational citizenship behavior of welfare workers in West Azarbaijan.

Pearson correlation coefficient was used to analyze the data related to this

hypothesis. The data for this hypothesis is given in Table 4.9
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Table 4.9: Pearson correlation coefficients between job characteristics and
organizational citizenship behavior

Organizational Variables
citizenship behavior

r=0.109 Skill diversity
r=0.166 s Feedback results
r=0.151 Independence
r=0.129 The importance of duty
r=0.25 % The nature of duty

*P<0.05, **P<0.01

Table 4-8 shows the feedback relationship of the results (r = 0.166, P <0.05),
Independence (r=0.151, P<0.05), The importance of duty (r=0.129), P<0.05¢ And
the nature of duty (r=0.25, P<0.01 ), with the organizational citizenship behavior

of welfare workers in West Azerbaijan province is positive and meaningful.

And for correlation, the high score in these variables is associated with a high
score in organizational citizenship behavior. The bond among skill variability
(r=0.109, P> 0.05) with organizational citizenship behavior was not meaningful.
Therefore, the hypothesis of research on the relation between the features of jobs,
feedback result, independence, importance of duty and the nature of duty are

confirmed by organizational citizenship behavior.

Hypothesis 4: There is a relationship between organizational commitment and

organizational citizenship behavior of welfare employees in West Azarbaijan.

Pearson correlation coefficient was used to analyze the data related to this

hypothesis. The data for this hypothesis is given in Table 4-10.
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Table 4.10:. Pearson correlation coefficients between organizational
commitment with organizational citizenship behavior

5 4 3 2 1 Variables
1 Organizational
commitment
1 r=0.832%* Normative
1 r=0.27** r=0.59%* Steady
1 r=0.06 r=0.238%* r=0.589** Emotional

1 r=0.254%*%  r=0.162% r=0.22%* r=0.308** Organizational
citizenship
behavior

The contents of Table 4.10 show that the relation of total score of organizational
commitment (r=0.308, P<0.01) , and all its dimensions included normative
conditions (r=10.22, P <0.01), continuous (r=0.162, P<0.05), Emotional (r=0.254,
P<0.01) ,with the organizational citizenship behavior of welfare workers in West

Azarbaijan province is positive and meaningful.

Correlations also show that high score in these variables is associated with high
score in organizational citizenship behavior. Therefore, the research hypothesis
is based on the bond among organizational commitment and organizational
citizenship behavior of welfare workers in West Azerbaijan province is

confirmed.

In the following , multiple linear stepwise regression was used to determine the
gender role, job gratification, job feature, and organizational dedication in
predicting organizational citizenship behavior. For this purpose, each one of the
predictive variables was separately introduced into the regression equation.
Initially, the variable regression review of the criterion of organizational
citizenship behavior based on the scores of the predictive variables was

investigated.
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Table 4.11: Regression analysis of the criterion variable based on scores of
predictive variables

Estimated R? Model
standard Adjusted R? R
deviation
8.62 0.101 0.106 0.325 1
8.39 0.148 0.157 0.396 2
8.2 185 0.198 0.445 3
8.08 0.21 0.227 0.476 4

Predictive variables: Job Satisfaction, Organizational Commitment,
Independence, Payment System.

The results in Table 4.11 show that the job satisfaction variable accounts show
and is 10% of the variance of organizational citizenship behavior. In the second
step, the variable predicted the organizational commitment into the regression
model and the results showed that the coefficient of determination was 15%
(R=0.157). In the third step, the independence variable was determined with a
coefficient of 19% and in the fourth step, the variable of the payment system with
a coefficient of 22% was able to predict the variable of the criterion of

organizational citizenship behavior.

The study of regression variance is provided in Table 4-12 to demonstrate the

influence of the predictor factor on the criterion parameter.
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Table 4.12 Analysis of variance of regression of criterion variable scores on
predictive variable scores

Meaningful F Average Degrees Sum Model
level of of
of
freedom squares
squares
0.001 22.67 1684.412 1 1684.412  1-Total
74.293 192 14264.33  residual
193 15948.742 regression
0.01 17.79  1252.079 2 2504.157  2-Total
70.39 191 13444.585 remaining
193 15948.742 regression
0.001 15.651 1053.456 5 3160.368  3-Total
67.307 190 12788.374 residual
193 15948.742 regression
0.001 13.837 903.147 4 3612.589  4-Total
65.271 189 12336.154 residual
193 15948.742 regression

The result of the regression analysis is presented in Table 4.12, which shows that

the regression model of research is a good model and the role of life satisfaction

( F =22/67,P< 0.01 )

Organizational commitment (F=17.79,P<0.01) ,

Independence (F=15.651,P<0.01) , And payment system (F=13.837,P<0.01) In

predicting organizational citizenship behavior of employees are meaningful.
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Table 4.13: Predicting the variability of organizational citizenship behavior on
predictor variables

Sig t B standard B Variables Model
error
0.001 4.762 0.325 0.045 0.214  Job Satisfaction 1
0.001 3.76 0.26  0.046 0.171  Job Satisfaction 2
0.001 3.41 0.236  0.035 0.12 Organizational
Commitment
0.001 3.911 0.264 0.045 0.174  Job Satisfaction 3
0.001 3.87 0.264 0.035 0.134  Organizational
Commitment
0.002 3.12 0.205 0.13 0.406  Independence
0.001 4.76 0.387 0.054 0.256  Job Satisfaction 4
0.001 3.431 0.234 0.035 0.119  Organizational
Commitment
0.002 3.168 0.205 0.128 0.406  Independence
0.009 2.632 0.206 0.124 0.326  Payment
system

The coefficients b indicated in Table 4.13 also show that the standardized
regression coefficient for the predictive variable of job satisfaction (f = 0.387) is
meaningful and significant at the error level of less than 0.01, and with increasing
standard deviation in job satisfaction variable, the rate of organizational

citizenship behavior increases by standard deviation of 0.387

The standardized coefficient for organizational commitment variable is (f =
0.234). By increasing a standard deviation in the organizational commitment
variable, the organizational citizenship behavior rate increases to a standard
deviation of 0.234 , The standardized regression coefficient is significant for the

predictive variable of independence ( = 205) at an error level less than 0.01 .

The standardized regression coefficient for the predictor variable of the payment

system (B = 0.206) is significant at the error level less than 0.01, By increasing
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the standard deviation in the payment system variable, the level of organizational

citizenship behavior of staff increases to 0.206 standard deviations.

In other words, the results of the standardized coefficient show that the variables
of job satisfaction, organizational commitment, independence, and the payment
system significantly and meaningfully differentiate the variance of the
organizational citizenship behavior of employees. Also we can see plot of

regression and scatter plot below :
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Figure 4.1 : plot of regression and scatter plot
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S. DISCUSSION & CONCLUSION

5.1 Introduction

The purpose of this research was to investigate the role of gender, job
characteristics, job satisfaction, and organizational commitment as a determinant
of organizational citizenship behavior among the workers of welfare
organization. Therefore, among the workers, 194 people were selected and the
four types of investigating and questionnaire about the role of gender, job
characteristics, job satisfaction, and organizational commitment as a determinant
of organizational citizenship behavior among the workers were used. After

receiving the questionnaires and analyzing them, the results are discussed.

As we want to talk about the outcomes of the workplace, we can suggest and talk
important attitudes and tendency as organizational commitment and job
satisfaction ,accordingly vast and deeply investigation and survey have been in
the organizational behavior literature.The factor that influences the individual's

job satisfaction and organizational commitment is the work itself.

5.2 Discussion and Conclusion

Hypothesis 1: There is a relationship between job satisfaction with organizational

citizenship behavior of welfare workers in West Azarbaijan

the findings showed that the relationship between the total score of job
satisfaction and dimensions of physical condition leadership style, organizational
atmosphere, job variety, with organizational citizenship behavior, the welfare
workers of West Azerbaijan province have a positive and meaningful relationship
and correlations also show that high score in these variables is associated with a

high score in organizational citizenship behavior.

This conclusion is consistent with the results of research by (Munyon,2010:1505)
that job satisfaction has been shown to lead to superior productivity,fewer quits,

and lower absenteeism also study of (Mangione and Quinn,1975:114)that shows

98



higher relation pay tends to increase satisfaction and all related to high OCB in

company.

Also according to L-H Chen (2008:3), innovative spirits in the organizational
culture and group-oriented teamwork have a positive effect on job satisfaction of

employees and its related to OCB.

The research of Judge, Bono, and Locke (2000) also display that perceptions and
understanding of job characteristics and job satisfaction were strongly related.
Also, Fried and Ferris (1987) indicated that skill variety task identity, task
significance, autonomy, and job feedback were positively related to job
satisfaction. As well as, James, Hartman, Stebbins, and Jones (1977) illustrated
that skill variety, task significance, and autonomy are positively related to job

satisfaction.

Kuo,Ho, Lin, and Lai (2010) proposed that these core job characteristics
contribute to experiencing the meaningfulness of the work; thus, they could
enhance job satisfaction. Also, Darren (2005) mentioned that jobs that contain
sufficient “content” variables, such as skill variety and challenge, increase

motivation and subsequent job satisfaction.

In result, the findings showed that the relationship between job satisfaction and
dimensions of physical condition leadership style, organizational atmosphere, job
variety, with organizational citizenship behavior are positive and meaningful and
job satisfaction has been shown to lead to superior productivity, fewer quits lower
absenteeism, and less damaging behavior on the job. Also, higher relative pay

tends to increase satisfaction as well.

Hypothesis 2: There is a relationship between gender with organizational

citizenship behavior of welfare workers in the West Azerbaijan province.

Findings showed that female sex with organizational citizenship behavior was
significant and meaningful. But man's gender relationship with organizational
citizenship behavior is not meaningful, Therefore, the research hypothesis is
based on the woman's sex with organizational citizenship behavior are
accepted.This conclusion is consistent with the results of research by Yousefi
Amiri and his colleagues (1393), who stated in their research on nurses of

educational hospitals in Zanjan, there is a significant relationship between gender
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and organizational citizenship behavior, Women had more participatory behavior

,psychological and mental characteristics in terms of mood.

Organ and Ryan (1995) argue that gender is one of the predictors of
organizational citizenship behavior and in their view women have more
organizational citizenship than men. Kider (2002) argues in favor of the
superiority of the organizational citizen's behavior with the role of gender (gender
role), that cultural expectations and gender-specific characteristics lead to the
formation of characteristics in women, referred to as clichés and leads to It has
been suggested that women's organizational citizenship behavior is more than
men. In explaining the findings of this study, it can be said that female employees
are likely to feel more attentive to their work environment, and also consider their
controlling men to be negative and restrictive, and thus less willing to engage in

corporate citizen behavior at work Show themselves.

In another study,The aim of Heilman and Chen’s study was to determine the
extent to which altruistic citizenship behavior were considered to be mandatory
or optional for female and male employees who were holding the same job. The
altruistic behaviors such as helping new employee, solving problems between
coworkers were considered to be more in-role behavior for women than for men.
Based on the research of Diekman and Eagly (2000), the main conclusion of their
study is that the masculine and feminine gender roles are converging for women,
not for men. Arthaud-Day et al. (2012) found that women in comparison to men
displayed higher levels of OCB-I and OCB-O. According to Lin (2008), the

influence of altruism on knowledge sharing is stronger for women than for men.

In another study, in 2007, a study was conducted by Farrell and Finkelstein, this
study shows one result that women generally expected to engage in more helping

behavior and civic virtue than men.

In another study also by Van Dyne and Lepine (1998:108), helping behavior
totally can be included in two parts: interpersonal and cooperative behavior, that
is other-oriented, which is related with needs of others and is illustrated by
feminine stereotypes.so, the result shows that the expectation should be more and

greater for women than men to participate in helping behavior dimension of OCB.
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In result, we can see that female employee perform a higher level of OCB than
male employees, Expectation about women are shown women more helpful,
courteous, and conscientious than men but in detail, women as a group are not
rewarded for their higher level of OCB. Also, we can see the characteristic of
OCB in role behavior of women rather than extra-role. In the research also shows

that whose higher OCB rate of women may be because of gender stereotyping.

Hypothesis 3: There is a relationship between job characteristics and

organizational citizenship behavior of welfare workers in West Azarbaijan.

Findings showed that the relationship between job characteristics, feedback
result, independence, importance of duty and the nature of duty are confirmed by
organizational citizenship behavior. An employee with high job satisfaction can
make a fabulous extraordinary effort and increase their performances thanks to
their high level of morale, spirit, and motivation. Another research by Mushtaq
(2013:4) results showed that there is a positive relationship of job variety and job
significance with OCB. However, job identity and job significance did not show

any relationship with OCB.

Furthermore, to refer to another research by Majad Azar (2018:4), As a
conclusion, the present study found that organizations can focus on job design

taking into consideration the following:

1- Enhance the freedom in an individual's role which shows a high level of the

organization’s confidence in the employees’ knowledge and competencies.

2- Provide clear and regular feedback,that the organization is concerned with the

self development of the employees.

3- The existence of high task significance that the employees feel proud about
their role, and have the pride to tell others about their importance in the

organization.

4- Offer a high skill variety use that the employees have the opportunity to

improve their skills, which lead to self-growth.

This conclusion is consistent with the results of research by Farh and Friends

(1990:705) on OCB showed the significant effect of the role features on OCB.
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Also another research by Todd & Kent (2006) showed that, job-characteristic,

arousal and fire-intrinsic ambition, task factors should directly affect OCB.

Furthermore, Farh and Colleagues (1990) suggest reasoning that job
characteristic effect on OCB. As a study of Cardona, Lawrence, and Bentler
(2004), that they show when employees understand that work, helping their
learning process and give them motivation, they will have a positive attitude
toward works which increase the sense of responsibility and involvement so OCB
increases. The result of Farh and colleagues (1990), research shows that job
characteristic significantly related to altruism and different aspect of OCB.
Furthermore, Podsakoff and Colleagues (1996), provide and shows job

characteristic is a main and important aspect of OCB.

They found that tasks that are routine and employee do them every day has a
negative influence on OCB dimensions (altruism, conscientiousness,
sportsmanship, courtesy, and civic virtue) and also tasks that are intrinsic and
give motivation, effect, and also influence positively on OCB. Furthermore,
another study by Todd and Kent (2006), proposed that relation between task
characteristic and OCB.

In result, we can see that relationship between job characteristics, feedback result,
independence, importance of duty and the nature of duty are confirmed by
organizational citizenship behavior and job-characteristic, arousal and fire-
intrinsic ambition, task factors directly affect OCB and when employees
understand that work, helping their learning process and give them motivation,
they will have a positive attitude toward works which increase the sense of

responsibility and involvement in OCB.

Hypothesis 4: There is a relationship between organizational commitment and

organizational citizenship behavior of welfare employees in West Azarbaijan.

The research shows that the relation of the total score of organizational
commitment, and all its dimensions included normative conditions, continuous,
Emotional, with the organizational citizenship behavior of welfare workers in
West Azarbaijan province, is positive and meaningful. This conclusion is
consistent with the results of research by (Van Dyne and Graham,1994:766)

shows that employees feel dependence and attachment to his/her organization and
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also in another study by (Meyer and Allen,1997:311) that shows that employee
and individuals with high level of affective commitment continue to work for an

organization.

Furthermore, by the study of (Yao and Wang,2008:247) the employees who
receive favorable and desirable behavior and treatment from their organization,
they may feel a moral and more responsible to reciprocate to the organization that
all this research leads to one conclusion that is, we can see a relationship between

job commitment and OCB.

As well as, Eby and colleagues (1999) found autonomy and feedback as an
important and positive effect that related to affective commitment. According to
Mathieu and Zajac (1990) when an employee is committed to his/her
organization, she /he is more likely to engage in extra-role behaviors that

lubricate the overall effectiveness of an organization.

Bentler, Cardona, and Lawrence (2004) Suggested that participants are becoming
more committed to their institutions by assessing the connections of job
exchange, thus increasing the willingness of individuals to participate in OCB.
According to the research of Cohen (2007), Morrison (1994) and Meyer and
colleagues (2002), employees who experience positive exchanges with the
organization, reciprocate with higher levels of affective and normative
commitment. Moreover, Wasti (2002) and Van Scotter (2000) supported that

affective commitment is significantly and positively related to OCB.

In result, when an employee works for an organization that provides him/her with
the opportunity to satisfy his/her needs in term of autonomy, feedback, use of a
variety of skills, task significance, and task completion, she /he will not want to
quit the organization. Instead, she/he will be loyal to the organization and
internalize its values and make effort to achieve organizational goals. So the
research shows that the relation of the total score of organizational commitment,
and all its dimensions with the organizational citizenship behavior is positive and

meaningful.
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5.3 Research Limitations

In this research that has been conducted in Urmia and its extension to other
geographic regions is limited. The data of the present study were collected by
self-assessment questionnaires. As with all previous studies, the respondents'
responses may have a bias, which is one of the other limitations of this study.
Another limitation we can say is limiting the statistical community to welfare

workers.

Due to the large number of questions, the four questionnaires used in the present
study are less likely to be less accurate and less responsive to the questionnaires.
The lack of proper cooperation by the Welfare Office to access the staff is another

of the problems and limitations of this research.

5.4Research Suggestions

It is suggested that this research be done in other areas so that full information
can be obtained from the staff. It is suggested that samples from the staff of the
other organizations should be selected and reviewed in future studies. It is also
necessary to repeat this research in other organizations with different job

positions for other businesses.

It is recommended that this study to be conducted on a high number of people so
that the hypotheses are more strongly rejected or approved. For more accurate
results and error reduction, more objective methods should be used for
evaluations. It is recommended that research be conducted in other cities and with
different statistical populations in order to maximize the power of

generalizability.

5.5Functional Suggestions

To increase organizational citizenship behavior, it is recommended to pay
attention to organizational justice, organizational commitment, job satisfaction
and leadership style because these factors play a very important role in the success
of the organization. Therefore, it is recommended that organizations prioritize
deployment of organizational justice and organizational commitment in their

policies.
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Managers try to sometimes organize meetings between employees and managers
and inform employees in the organization's information flow, performance, and
organization goals. Employees and managers should promote positive attitudes
towards the organization and their colleagues, which will enhance the staff's
commitment and loyalty towards the organization. Managers pay attention to

employee suggestions on how to improve organizational practices and practices.

Managers and employees should try to create trust in the workplace because in
fact, building trust leads to the improvement and development of organizational
citizenship behavior and ultimately leads to improved organizational performance
and productivity. Organizational Citizenship Behavior requires a culture based
on shared values. Citizenship behaves in an environment where developmental
values and attitudes among employees regarding the voluntary compliance of
employees with organizational rules and regulations, tolerance to problems And

everyday hardships and loyalty to the organization.

It means that organizational citizenship behavior should be considered as a model

and cultural values.

In conclusion, this study contributed to the literature on OCB by investigating its
relationship with job characteristics, job satisfaction, and organizational
commitment and gender also in Iranian culture and especially in the Welfare
organization. The results provided evidence that job characteristics, job
satisfaction, and organizational commitment and gender were significantly

related to OCB.
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APPENDIX A

1Allen & Meyer's Organizational Commitment Questionnaire

or workplace too much

S - s ,
E E R Questions Z
IEREEEE ~
2171383
g" —
I am very happy to spend the rest of my career in 1
this organization
I enjoy talking to people outside of the organization )
about my workplace
I really feel that the problems of this organization 3
are my own
I think I can just as easily be interested in this 4
organization as I am in another
At work, I don't feel like a member of my family 5
[ am not very interested in this organization 6
emotionally
For me, this organization has a lot of personal 7
meaning
I don't feel very attached to my workplace 3
organization
I have no fear of the consequences of quitting my 9
current job without having access to another job
It is difficult for me to quit my job right now 10
If I decide to leave my workplace right now, my 11
life will be severely disrupted
Leaving the organization may be too costly and 12
harmful for me right now
At the moment, staying in my workplace is as 13
much a necessity as it is a necessity of my own
I feel less likely to find another job than to think of 14
leaving the organization.
One of the serious consequences of leaving this
organization is the lack of other available work 15
One of the main reasons I continue to work for this
organization is that leaving it requires considerable 16
sacrifice. Because the organization may no longer
meet all the benefits that exist here
I think today people are changing their organization 17

124




I don't believe one should always remain loyal to 18
his workplace
In my opinion, changing the workplace is not 19
unethical at all
One of the main reasons I continue to work with
this organization is that I believe loyalty is 20
important. So I have to stay in the organization
If I am offered a better job elsewhere, I consider 71
leaving my workplace correct
I have been taught the belief in the ethical value
o 22

and loyalty of an organization
Things were better when people stayed in the

o ) 2 23
organization for most of their working lives
It is no longer reasonable to want to be known as 24
an organization's big fan

Source: Saatchi; Mahmoud. Kamkari; Kambiz. Askeran; Mahnaz. Psychological

Examination.virayesh publication.
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APPENDIX B

MINNESOTA SATISFACTION QUESTIONNAIRE (MSQ)

. Row
Questions

7o) <t e o\ —
Completely | agree | No | Against | Completely | Compared to work, I feel that salaries 1
agree on idea opposed and benefits are enough.
Completely | agree | No | Against | Completely | Compared to other employees in the 2
agree on idea opposed office, my salaries and benefits are

appropriate
Completely | agree | No | Against | Completely | In this office, the amenities are 3
agree on idea opposed distributed fairly among the staff
Completely | agree | No | Against | Completely | My job is commensurate with my ability 4
agree on idea opposed
Completely | agree | No | Against | Completely | Most of the time I feel happy to see my 5
agree on idea opposed work
Completely | agree | No | Against | Completely | I enjoy my work more than my spare 6
agree on idea opposed time
Completely | agree | No | Against | Completely | I feel I have independence and freedom 7
agree on idea opposed in my work
Completely | agree | No | Against | Completely | In our department, career development 8
agree on idea opposed depends on individual competence and

ability
Completely | agree | No | Against | Completely | In our office, one is able to showcase 9
agree on idea opposed one's abilities and talents
Completely | agree | No | Against | Completely | Department management believes in 10
agree on idea opposed creating equal opportunities for staff

development, believes and emphasizes
Completely | agree | No | Against | Completely | In this department, the staff has the 11
agree on idea opposed feeling and spirit of working together
Completely | agree | No | Against | Completely | I feel satisfied that people in my 12
agree on idea opposed workplace work with integrity and trust
Completely | agree | No | Against | Completely | The communication between the 13
agree on idea opposed management and the staff in our

department is written and formal
Completely | agree | No | Against | Completely | In this department, managers present 14
agree on idea opposed problems to employees and involve them

in decision-making
Completely | agree | No | Against | Completely | In this office, managers receive the 15
agree on idea opposed information they need from the staff and

make their own decisions
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Completely | agree | No | Against | Completely | There is empathy and trust between the 16
agree on idea opposed manager and the staff
Completely | agree | No | Against | Completely | The physical space and amount of 17
agree on idea opposed ambient light in which I work is

appropriate
Completely | agree | No | Against | Completely | The decoration and office equipment of 18
agree on idea opposed the environment in which I work is

appropriate
Completely | agree | No | Against | Completely | The cooling and warming of the 19
agree on idea opposed environment in which I work is

.appropriate
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APPENDIX C

ORGANIZATIONAL CITIZENSHIP BEHAVIOR SCALE (OCBS)

) 8o
5 s |85 |E | z@
N = o3 P S 5D
Q 50 5.2 < o
= = 25 R o
=] — K= - = .=
o o Q — 0
— Z = —
. 3
Questions | 2
< >
wn < on [\l —
Iquite | I Neither I I totally | I'm In helping my colleagues to
agree | agree | agree nor disagre | disagree | perform their tasks effectively 1
disagree e
Iquite | I Neither I [totally | I help colleagues who have heavy
agree | agree | agree nor disagre | disagree | work 2
disagree e
Iquite | I Neither I I totally | I have a great desire to help
agree | agree | agree nor disagre | disagree | colleagues who are absent 3
disagree e
Iquite | I Neither I [ totally | I always come in on time
agree | agree | agree nor disagre | disagree 4
disagree e
Iquite | I Neither I [ totally | I always try to keep my work
agree | agree | agree nor disagre | disagree | environment clean and tidy 5
disagree e
Iquite | I Neither I I totally | I always finish my work on time
agree | agree | agree nor disagre | disagree 6
disagree e
Iquite | I Neither I [ totally | I complain a lot about trivial
agree | agree | agree nor disagre | disagree | matters 7
disagree e
Iquite | I Neither I I totally | I am always looking for the
agree | agree | agree nor disagre | disagree | shortcomings of the organization 8
disagree e
Iquite | I Neither I Itotally | I object to any changes my
agree | agree | agree nor disagre | disagree | manager makes 9
disagree e
Iquite | I Neither I I totally | I do not object to the tasks and
agree | agree | agree nor disagre | disagree | tasks I have been assigned 10
disagree e
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Iquite | I Neither I I totally | I am fully aware of the

agree | agree | agree nor disagre | disagree | development of my company 11
disagree e

Iquite | I Neither I I totally | I don't pay attention to the leaflets,

agree | agree | agree nor disagre | disagree | messages, and posters that give 12
disagree e information about my organization

Iquite | I Neither I Itotally | I attend and participate in meetings

agree | agree | agree nor disagre | disagree | that deal with my organization's 13
disagree e issues

Iquite | I Neither I Itotally | I will be informed of any important

agree | agree | agree nor disagre | disagree | work being done in my 14
disagree e organization

Iquite | I Neither I [ totally | They consult with me on issues and

agree | agree | agree nor disagre | disagree | issues that may affect the behavior 15
disagree e or decisions of my colleagues and

others
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APPENDIX D

JOB DIAGNOSTIC SURVEY

My job is set up so that my relationship with the mission of the
organization is understandable to me

I have almost complete responsibility for deciding how and when
the work is to be done

I have a chance to do a number of different tasks, using a wide
variety of different skills and talents

If done well, my job will affect many people 4
My job has the ability to influence decisions that have a major | 5
impact on the organization

My job is influenced by the daily success of the company 6

While doing my job, I have the opportunity to do my own work |7
There is flexibility in my job to change working hours 8
I am capable of acting independently of my supervisor in my job | 9

My job provides me with feedback (information on how I did it | 10
and whether I did it right)

My job provides me with the opportunity to get in touch withmy | 11
supervisor and get to know them well

I get feedback from my colleagues about my job performance 12

There's a lot of variation in my job 13
By doing my job, I have the opportunity to work on many of my | 14
favorite projects

My job provides me with the opportunity to use new technologies | 15
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Sosyal Bilimler Enstitiisii Midiirligi

Sayr :88083623-020
Konu : Pouria MOTALEBI Etik Onay Hk.

Sayin Pourta MOTALEBI
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Name Surname: POURIA MOTALEBI
Place/Date of Birth:MIANDOAB-1991/12/16

E-mail: pouriamotalebi@outlook.com

Education:
2010-2014 Payam Noor University-English Language and Literature Department
2018-2020 Istanbul Aydin University-Master, Business Administration Department

Work Experience:

2015 - 2016 Administrative Manager ,Quarterly book review :information &
communication. ISSN: 2423-5296

Languages:

Azari : Native

Persian: Native

Turkish : Upper intermediate
English: Advanced

Spanish: Upper intermediate
Skills:

-Communication, Teamwork, Problem Solving, Flexibility, Creativity

- Computer skills ( Microsoft Office ) and others
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