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Abstract 

The importance of organizational citizenship behaviors (OCBs) in organizations is well 
documented, and studies that originate from the interactionist perspective and combine 
personal and situational factors in predicting OCBs are needed. Toward this end, and based 
on a recent theoretical model, the current study attempted to predict OCB by organizational 
justice, work motivation, and self-efficacy.  

A research questionnaire measuring the three predictors was administered to 151 
employees, and a measure of their OCB was provided by their supervisors.  
Whereas OCBs were found to be positively correlated with the three predictors, a 
hierarchical regression analysis revealed that only organizational justice and work 
motivation were significant predictors of OCBs.  
The study emphasizes the importance of using an interactionist perspective integrating 
endogenous and exogenous forces in studying the antecedents of OCBs. OCBs may be 
closely related to task performance and may be predicted by motivation related variables. 
Organizations may facilitate OCBs by improving organizational justice and raising work 
motivation among employees. 
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Organizational Citizenship Behaviors (OCBs) 

Researchers contend that organizations benefit when their employees are willing to 
contribute to the organization above and beyond the formal definition of their job 
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requirements (Organ et al., 2006), that is, when they display what is known as 
organizational citizenship behaviors (OCBs). Organ et al. (2006) define OCBs as individual 
behaviors that are discretionary, that are not directly or explicitly recognized by the formal 
reward system, and that in the aggregate promote the effective functioning of the 
organization. OCBs are considered a form of job performance or contextual performance 
that is separate from the in-role task performance that employees are outwardly rewarded 
for (Borman and Motowidlo, 1997; Organ, 1997). In the increasingly dynamic and 
competitive environment in which organizations operate today, OCBs are considered a 
highly valuable contribution to the organization. It is therefore not surprising that interest in 
OCBs has been rising, with Podsakoff, Whiting, Podsakoff and Blume (2009) noting that 
over 400 articles on OCBs and related constructs have been published in the 2000s 

OCBs may benefit organizations in a variety of ways. They have been found to be related 
to efficient allocation of scarce resources by simplifying maintenance functions and freeing 
up resources for productivity (Organ et al., 2006). In addition, they have been shown to be 
associated with improved ability of coworkers and managers to perform their jobs through 
more efficient planning, scheduling, and problem solving (Podsakoff et al., 2009), as well 
as with improved service quality (Lin et al., 2008). Furthermore, studies show that 
organizations that foster good citizenship behaviors are regarded as more attractive places 
to work, and are therefore able to hire and retain the best people (e.g., George and 
Bettenhausen, 1990). Yet, although OCBs are associated with the effective functioning of 
the organization, they remain discretionary, so that a major focus of research attention is to 
identify the factors that are related to employees’ OCBs.  

 Research has traditionally attempted to predict OCBs by studying direct relationships from 
affective evaluations of managers, the job, or organization (e.g., leader-member exchange 
quality, organizational justice), work context factors (e.g., leadership behaviors, job 
characteristics), and dispositional influences on OCBs (Van Dyne et al., 1994; MacKenzie 
et al., 2001; Moorman and Blakely, 1995). A few recent studies, however, demonstrate the 
utility of adopting an interactionist perspective in predicting OCBs, whereby these 
behaviors are seen as a consequence of the interaction between the relevant person and 
situational factors. For example, Wat and Shaffer (2005) found that empowerment and 
higher-quality LMX relationships with supervisors partially mediated the relationship 
between organizational justice and OCBs, and concluded that in addition to perceived 
fairness, employee’s feelings of being “willing and able” are also necessary to facilitate 
employees’ performance of OCBs. Tziner, Fein and Oren (2012) suggested a model to 
predict job performance, including OCBs. The novelty of the current study lies in its 
attempt to find support for several of the propositions of this model related to three 
variables: organizational justice, work motivation and self-efficacy. 

 

Organizational Justice 

Justice-related consequences include some of the most important outcomes studied by 
management researchers.  For example, perceptions of unfair or unjust treatment have been 
associated with many harmful effects including negative health outcomes, intentional 
deviant behaviors, and withdrawal behaviors (Pinder, 2008).  To explain the power of 
justice-related phenomena, we must recognize that employees in organizations tend to 
constantly examine the actions taking place within the organization, in an attempt to 
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determine whether the action was fair, or in other words, whether justice exists within the 
organization. To this end, they explore according to three types of criteria: 

 The first criterion relates to practical implications, i.e. personal gain or loss, which 
derive from the employee’s feeling that the decisions reached were just and right. This 
fairness is examined in the Distributive Justice Theory (Adams, 1965). 

 The second relates to the way in which the decision to take action was made: the 
employee assesses whether the processes that led to the decision were fair (Thibaut and 
Walker, 1975; Leventhal, 1980). 

 The third relates to the approach adopted during planning and application (Sheppard 
et al., 1992), i.e. the treatment employees receive during implementation, their feeling that 
the organization imparted new information and treated them sensitively and fairly. This 
fairness is examined in the Interactional Justice Theory (Tyler and Bies, 1990). 

These three dimensions reflect, each in its own way, the degree of respect that employees 
feel they command from the organization and their employers. With regard to OCBs, 
numerous studies reported positive associations between organizational justice and OCBs 
(e.g., Oren et al., 2012). This relationship was explained according to the social exchange 
perspective (Blau, 1964), namely that when employees perceive that they receive fair 
treatment from their organization they are motivated to reciprocate by OCB contributions 
(Van Dyne et al., 1994; Organ, 1988, 1990). Therefore, we hypothesized that 
organizational justice would be positively related to OCBs, so that the higher the 
perception of organizational justice, the higher the OCBs. 

Work motivation 

Work motivation is defined as "a set of energetic forces that originate within the individual 
as well as in his environment to initiate work-related behaviors, and to determine its form, 
direction, intensity and duration" (Pinder, 2008, p.11). It thus follows that work motivation 
results from the interaction of an individual's characteristics and outward environment 
components, both societal and work-organizational (Latham and Pinder, 2005).  This 
psychological force generates complex cycles of goal-directed thought and behavior, 
ultimately directed toward the achievement of the fundamental goal of inclusive fitness 
(Bernard et al., 2005), where individuals strive to match their internal needs to actual or 
potential resources in their life space.  Indeed, numerous studies (e.g., Blau, 1993; Gardner 
et al., 1989; Pierro et al., 2006) found positive associations between work motivation and 
job performance. 

Research relating work motivation to OCB is surprisingly rare, yet there appear to be 
natural links between the two constructs. It is likely that individuals execute discretionary 
behaviors that go beyond the formal requirements of a job to satisfy some higher-order 
individual need or to align work behavior with individual values. Because such behaviors 
are less likely to be enforceable and formally rewarded than required job behaviors (Organ, 
1997), they are presumably performed for self-generated, intrinsic reasons. To the extent 
that motivated employees invest themselves more fully at work than do those who are less 
motivated, they should be more willing to step outside the bounds of their formally defined 
jobs and engage in acts that constitute OCB. Moreover, to the extent that motivation is 
reflected by connectedness to one’s work, it may foster a mental frame in which one’s role 
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is perceived to include a wider array of behaviors that could ultimately benefit the 
organization.  

Although the relationship between organizational justice and motivation is well established 
(e.g., Adams, 1965), it should be noted that with regard to OCBs the two constructs 
represent different models. The relationship between OCBs and organizational justice is 
based on the Social Exchange Model claiming that employees will perform OCBs as a way 
to reciprocate their organization and/or superior for fair treatment (Van Dyne et al., 1994). 
In contrast, the relationship between motivation and OCBs is based on the Motivational 
Model which holds that providing employees with a good work environment (e.g., intrinsic 
rewards) may result in improved job performance including OCBs (Tziner et al., 2012). To 
the best of our knowledge, no studies have compared the relative explanatory power of the 
two models in predicting OCBs. Our second hypothesis is that work motivation would be 
positively related to OCBs, so that the higher the level of work motivation, the higher the 
OCBs. 

Self-efficacy 

Self-efficacy is defined as the perceived ability to achieve a desired outcome, based on 
evaluating different sources of information about one’s own competence at the task 
(Bandura, 1986). Self-efficacy is likely to play a motivational role and to influence the 
choice of the complexity of the goal one  accepts and commits to, affecting the mobilization 
of efforts and the perseverance with which goals are pursued. Also, invoking Bandura’s 
Social Learning Theory (1977, 1982), high self-efficacy employees can be expected to 
perform their goals more conscientiously. Self-efficacy has been shown to relate positively to 
a wide range of outcomes, including job performance, satisfaction and commitment (Maddux, 
2002; Schmidt and DeShon, 2010; Stajkovic and Luthans, 1998a). 

Studies indicate that employees frequently perceive presumed OCBs as role prescribed, 
nondiscretionary, and/or rewarded (Morrison, 1994; Organ et al, 2006), and that 
supervisors factor in OCBs when evaluating and rewarding performance (MacKenzie et al., 
1991, 1993). However, OCBs are not promised to succeed and can be seen as an attempt by 
employees to manage impressions, essentially seeking to improve their status over other 
employees (Bolino, 1999; Rioux and Penner, 2001). Thus, it seems logical to assume that 
perceived personal control and sense of competence may induce individuals to meet the 
challenges of going beyond task completion, as characterized by OCBs. Self-efficacy 
resembles the expectancy component in Vroom’s (1964) Expectancy Theory of Motivation 
(i.e., one expects that he/she can perform successfully if he/she try). Another theoretical 
basis for the connection between self-efficacy and OCBs is Ajzen’s (1991) Theory of 
Planned Behavior, claiming that two important predictors of behavior are control beliefs 
and perceived behavior control. Self-efficacy should also relate to intentions. The higher 
one's self-efficacy for performing a behavior, the more one should intend to do it (Gist, 
1987; Gist and Mitchell, 1992; Sadri and Robertson, 1993). Although rarely studied, 
several studies found positive associations between self-efficacy and an employee’s 
propensity to engage in OCBs (Haworth and Levy, 2001; Todd and Kent, 2006). Our third 
hypothesis is that self-efficacy would be positively related to OCBs, so that the higher the 
level of self-efficacy, the higher the OCBs. 

To sum up, the following hypotheses were formulated for the current study: 
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H1: Organizational justice would be positively related to OCBs, so that the higher the 
perception of organizational justice, the higher the OCBs. 

H2: Work motivation would be positively related to OCBs, so that the higher the level of 
work motivation, the higher the OCBs. 

H3: Self-efficacy would be positively related to OCBs, so that the higher the level of self-
efficacy, the higher the OCBs. 

 

Method 

Participants 

Participants, who volunteered to take part in the study, were 151 employees (106 men, 45 
women; mean age = 37.0, SD = 10.08). The mean period of employment was 9.89 years 
(SD = 9.8) and mean education level was 13.8 years (SD = 2.4). Most of the participants 
reported their income to be average (30%) or above average (41%). 

Procedure and measures  

The participants signed up for a study examining "issues regarding work places". An 
experimenter explained that the study would involve answering questionnaires and that the 
participants were expected to give honest answers representing their actual feelings and 
thoughts. After completing the measures, all participants were debriefed.  

We first assessed perceptions of organizational justice, self-efficacy and work motivation. 
Then, an OCB measure was distributed to the employees’ supervisors, who were asked to 
evaluate each employee’s organizational citizenship behavior. 

Organizational justice perceptions were assessed using the 20-item scale employed by 
Niehoff and Moorman (1993). Sample items include "I think that my level of pay is fair." 
Participants indicated the degree to which they believed each statement was descriptive of 
the reality in their organization, marking their responses on a 6-point scale ranging from 1 
(strongly disagree) to 6 (strongly agree). Cronbach’s alpha for the scale in the current 
sample was 0.87 (M=3.96; SD=0.69). 

Work motivation was measured by means of a 9-item scale.  Participants responded to items 
such as “When you are at work, how much effort are you willing to make?” marking their 
responses on a 6-point scale ranging from 1 (very little) to 6 (very much). Cronbach’s alpha 
for the 9 items was 0.92 (M=4.75; SD=0.86). 

Self-efficacy was assessed by means of a 10-item scale developed by Schwarzer and 
Jerusalem (1995). Participants responded to items such as “I can always manage to solve 
difficult problems if I try hard enough,” marking their responses on a 6-point scale ranging 
from 1 (strongly disagree) to 6 (strongly agree). Cronbach’s alpha for the 10 items was 
0.93 (M=4.71; SD=0.75). 

Organizational citizenship behaviors (OCBs) were measured by means of the 20-item scale 
employed by Podsakoff and MacKenzie (1989). Items were slightly changed to allow 
supervisors to assess their employee’s OCBs. Supervisors responded to items such as “He 
helps other employees who have heavy workloads.” Responses were marked on a 6-point 
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scale ranging from 1 (never) to 6 (always). Cronbach’s alpha coefficient for the 20 items 
was 0.87 (M=4.27; SD=0.62). 

 

Results 

Table no. 1 shows the means, standard deviations, Cronbach’s alphas, and correlation 
coefficients among all the variables. 

Table no. 1: Means, standard deviations, Cronbach’s alpha levels  
and Pearson zero-order correlations among study variables (n = 151) 

Variable M SD Alph
a 

1 2 3 4 

1. OCBs 4.28 .63 .87 1.00    
2. Organizational justice 3.63 .88 .93 .43*** 1.00   
3. Work motivation 4.76 .87 .92 .39*** .53*** 1.00  
4. Self-efficacy 4.71 .75 .93 .27** .34*** .52*** 1.00 

        **= p<.01, ***= p<.001 

The findings uphold the anticipated positive relationship of OCBs with organizational 
justice (r = 0.43, p < .001), work motivation (r = 0.39, p < .001), and self-efficacy (r = 0.27, 
p < .01). Moreover, the findings indicate that work motivation links substantially with self-
efficacy (r = 0.52, p < .001) and organizational justice (r = 0.53, p < .001). Additionally, 
self-efficacy is connected positively with organizational justice (r = 0.34, p < .001). 

In order to examine the relative contribution of each of the dependent variables (e.g., 
organizational justice, work motivation, and self-efficacy) to the prediction of OCBs, a 
hierarchical regression analysis was employed. Organizational justice was entered in the 
first step, work motivation was entered in the second step and self-efficacy was entered in 
the third and last step. The results are displayed in Table no. 2.  

Table no. 2: Hierarchical regression results for variables predicting OCBs (n = 151) 

Variables B β ∆R2 F 
Step 1     
 Organizational justice .31 .43*** .18 33.38*** 
Step 2     
 Work motivation .17 .23** .03 20.94*** 
Step 3     
 Self-efficacy .06 .07 .00 14.14*** 

Note: N = 151; **= p<.01, ***= p<.001 

As can be seen, organizational justice, entered in the first step, accounted for 18% of the 
variance of OCBs; work motivation, entered in the second step, accounted for a significant 
addition of 3% of the variance of OCBs and, lastly, self-efficacy, entered in the third step 
didn’t contribute to the explained variance of OCBs. 

 

Discussion 

The purpose of the current study was to explore the relationships of potential antecedent 
variables to Organizational Citizenship Behaviors. Two factors have emerged as potent 
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predictors: organizational justice and work motivation. Unsurprisingly, when employees 
experience that they are treated fairly and equitably, they feel compelled to reciprocate by 
exhibiting behaviors that contribute to the progress of their organization, beyond formal job 
requirements (Organ, 1988, 1990). Equity Theory (Adams, 1965), posits that people are 
basically driven by a constant search for balance between their inputs, investment in their 
work (e.g., efforts, knowledge) and outcomes (e.g., monetary and non-monetary rewards), 
and tend to contribute proportionally to what they get. Being treated fairly and equitably 
may be regarded as a sort of benefit or compensation which calls for reciprocation. 
Otherwise, the subsequent unbalance leads to an unbearable feeling of dissonance due to 
being over-rewarded. To restore equity and to undo dissonance, the individual must make 
appropriate contributions to the organization, for instance enhancing performance to higher 
levels, or getting involved in activities not prescribed by formal work obligations (e.g., 
aiding with induction of  newly recruited employees although this does not constitute a  
work duty). This is comprised by OCBs (Moorman, 1991; Podsakoff et al. 2000; Van Dyne 
et al. 1994). 

Work motivation is what fuels our behavior and performance at work. So, if we are highly 
driven to excel, it may reflect in our tendency to pursue courses of action which are not 
necessarily rewarded formally and/or prescribed by our formal work obligations. 
Consequently, work motivation as a factor promoting OCBs should not be construed as an 
unexpected finding. To the contrary, it holds a great deal of good sense that highly 
motivated employees may also be likely to exercise behaviors indicative of high OCB that 
go beyond the formal requirements of their job. The extant research on OCBs supports the 
claim that these behaviors are more volitional than task behaviors and, therefore, are more 
likely to vary as a function of self-generated, intrinsic reasons. Interestingly, researchers 
(e.g., Finkelstein and Penner, 2004; Rioux and Penner, 2001) investigated the motives for 
OCBs, but the association between work motivation and OCBs has rarely been studied. 

Contrary to expectations, self-efficacy was not found to be associated to OCBs. Several 
explanations may account for this. Firstly, researchers contend that self-efficacy is a 
motivational variable because it resembles the expectancy component in the Expectancy 
Theory of Motivation (Judge and Bono, 2001; Locke et al., 1984). Thus, it may be that 
including work motivation and self-efficacy as predictors can explain this non-significant 
result. Secondly, Domain-specific conceptualizations of self-efficacy may be better 
predictors of work related variables (i.e., OCBs) than general measures of self-efficacy 
(Bandura, 1998). Accordingly, perhaps using a domain-specific measure of self-efficacy, 
instead of a general measure, would have resulted in positive findings (Todd and Kent, 
2006). Thirdly, the magnitude of the relationship between efficacy and job performance has 
been shown to be weakest in studies examining highly complex jobs (Stajkovic and 
Luthans, 1998). The senior and mostly academic employees in the current sample may have 
held relatively complex jobs, relative to the average employee. Lastly, as several researchers 
argued (e.g., Organ and Ryan, 1995), OCBs may not require specific knowledge, skills, and 
abilities and, therefore, are not related to self-efficacy. 

This study was based on the theoretical model suggested by Tziner et al., (2012) that 
focused on the complex interplay between endogenous forces, such as internal drives and 
beliefs, and exogenous forces within the work environment. Indeed, we found that 
organizational justice - as an exogenous force, and work motivation - as an endogenous 
force, were both predictors of OCB. It is noteworthy that organizational justice and 
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motivation are related. An employee may be motivated to do a good job; however, if he 
perceives that OCBs are not recognized in his organization (i.e., organizational justice), he 
may conclude that “they are worthless in this organization, they are simply a waste of time, 
and I am not going to do them” (cf. Folger, 1993; Podsakoff and Mackenzie, 1993) and, 
rightly, invest more in his job.  

Limitations of the study and future research 

The present research has limitations that should be addressed by future studies. First, we 
used cross-sectional correlational data, which constrains the ability to draw causality 
inferences from the findings. Thus, future research employing a longitudinal design is 
required before conclusions regarding causality can be derived. However, in contrast to 
most of the studies in this field (Hoffman et al., 2007), data from different sources was 
used. Data on organizational justice, work motivation and self-efficacy were collected from 
the employees, and data on employees’ OCBs were collected from their immediate 
supervisors. This greatly reduced the problems of common-source variance, thereby 
increasing the internal validity of the study. Second, the sample size was relatively small. 
Third, we employed a general measure of self-efficacy. Future studies should employ a 
domain-specific measure of self-efficacy (e.g., job self-efficacy). 

 

Conclusions 

Following the general recommendations of interactionists, we assessed a predictive model 
of OCBs including both situational and person-centered antecedents. This study has several 
implications for our understanding of OCBs. An important question raised by several 
researchers is the distinction between OCBs and job performance. Researchers (Borman and 
Motowidlo, 1993; Organ, 1988; Organ and Ryan, 1995) suggested that if OCBs are different 
from job performance, then these behaviors should have different antecedents. OCBs should 
be determined by personality and dispositional variables rather than by ability and 
motivational factors. Thus, our finding that OCBs are predicted by work motivation may 
suggest that OCBs are not different from job performance and emphasize the possibility that 
task variables (e.g., task feedback, task identity), which received scant research attention 
(Podsakoff et al., 2000), may also be antecedents of OCBs.  

The finding that OCBs are predicted by work motivation also raises new research 
directions. For example, throughout the motivation literature three primary goals that have 
emerged are: achievement striving, status striving, and communion striving (Barrick et al., 
2002; McClelland et al., 1953). Future studies should investigate the associations between 
these motivational goals and OCBs. The lack of relationship between self-efficacy and 
OCBs adds support to researchers’ (e.g., Organ and Ryan, 1995) claims that OCBs do not 
require specific knowledge, skills and abilities.  

With regard to practical implications, our findings indicate that enhancing organizational 
justice may strengthen OCBs. Perceptions of organizational justice may also make 
organizations more attractive to prospective high-capability and highly motivated 
employees, thus further fostering their success. Raising work motivation may also be 
related to higher levels of OCBs. 

 



The Protection of Consumer Rights in the Field of Economic Services  
of General Interest 

AE 
 

Vol XV • No. 34 • June 2013 513 

References 

Adams, J.S., 1965. Inequity in social exchange.  In: L. Berkowitz, ed. 1965. Advances in 
experimental social psychology. New York,  NY: Academic Press, pp.267-299 

Ajzen, I., 1991. The theory of planned behavior. Organizational Behavior and Human 
Decision Processes, 50(2), pp.179-211. 

Bandura, A., 1977. Social learning theory. Englewood Cliffs, NJ: Prentice-Hall. 

Bandura, A., 1982. Self-efficacy mechanism in human agency. American Psychologist, 
37(2), pp.122-147. 

Bandura, A., 1986. The explanatory and predictive scope of self-efficacy theory. Journal of 
Clinical and Social Psychology, 4(3), pp.359-373. 

Bandura, A., 1998. Personal and collective efficacy in human adaptation and change. In: J. 
G. Adair, D. Belanger, and K. L. Dion, eds. 1998. Advances in psychological science, 
Vol. 1: Personal, social and cultural aspects. Hove, UK: Psychology Press, pp.51-71. 

Barrick, M.R., Stewart, G.L. and Piotrowski, M., 2002. Personality and job performance: 
the mediating effect of motivation among salesrepresentatives. Journal of Applied 
Psychology, 87(1), pp.43-51. 

Bernard, L.C., Mills, M., Swenson, L. and Walsh, R.P., 2005. An evolutionary theory of 
human motivation. Genetic, Social, and General Psychology Monographs, 131(2), pp.129-
184. 

Blau, P.M., 1964. Exchange and power in social life. New York, NY: Wiley & Sons. 

Blau, G.J., 1993. Operationalizing direction and level of effort and testing their 
relationships to individual job performance. Organizational Behavior and Human 
Decision Processes, 55(1), pp.152-170. 

Bolino, M.C., 1999. Citizenship and impression management: good soldiers or good 
actors?, Academy of Management Review, 24(1), pp.82-98. 

Borman, W.C. and Motowidlo, S.J., 1993. Expanding the criterion domain to include 
elements of contextual performance. In: N. Schmitt and W. C. Borman, eds. 1993. 
Personnel selection in organizations. San Francisco: Jossey-Bass, pp.71-98. 

Borman, W.C. and Motowidlo, S.J., 1997. Task performance and contextual performance: 
the meaning for personnel selection research. Human Performance, 10(2), pp.99-109. 

Finkelstein, M.A. and Penner, L.A., 2004. Predicting Organizational Citizenship Behavior: 
integrating the functional and role identity approaches. Social Behavior and 
Personality, 32(4), pp.383-398 

Folger, R., 1993. Justice, motivation, and performance beyond role requirements. Employee 
Rights and Responsibilities Journal, 6(3), pp.239-248. 

Gardner, D.G., Dunham, R.B., Cummings, L.L. and Pierce, J.L., 1989. Focus of attention at 
work: construct definition and empirical validation. Journal of Occupational 
Psychology, 62(1), pp.61-77. 

George, J.M. and Bettenhausen, K., 1990. Understanding prosocial behavior, sales 
performance, and turnover: a group-level analysis in a service context. Journal of 
Applied Psychology, 75(6), pp.698-709. 

Gist, M., 1987. Self-efficacy: Implications for organizational behavior and human resource 
management. Academy of Management Review, 12(3), pp.472-485. 



AE Relations between OCBs, Organizational Justice, Work Motivation and Self-
Efficacy 

 

Amfiteatru Economic 514 

Gist, M. and Mitchell, T., 1992. Self-efficacy: a theoretical analysis of its determinants and 
malleability. Academy of Management Review, 17(2), pp.183-211. 

Haworth, C.L. and Levy, P.E., 2001. The importance of instrumentality beliefs in the prediction 
of organizational citizenship behaviors. Journal of Vocational Behavior, 59(1), pp.64-75. 

Hoffman, B.J., Blair, C.A., Meriac, J.P. and Woehr, D.J., 2007. Expanding the criterion 
domain? a quantitative review of the OCB literature. Journal of Applied Psychology, 
92(2), pp.555-566. 

Judge, T.A. and Bono, J.E., 2001. Relationship of core self-evaluations traits-self-esteem, 
generalized self-efficacy, locus of control, and emotional stability-with job satisfaction 
and job performance: a meta-analysis. Journal of Applied Psychology, 86(1), pp.80-92. 

Latham, G.P. and Pinder, C.C., 2005. Work motivation theory and research at the dawn of 
the twenty-first century. Annual Review of Psychology, 56(1), pp.485-516. 

Leventhal, G.S., 1980. What should be done with equity theory?. In: K.J. Gergen, M.S. 
Greenberg, and R.H. Willis, eds. 1980. Social exchange: Advances in theory and 
research, New York, NY: Plenum, pp.27-54. 

Lin, C.-P., Hung, W.-T., and Chiu, C.-K., 2008. Being good citizens: understanding a 
mediating mechanism of organizational commitment and social network ties in OCBs. 
Journal of Business Ethics, 81(3), pp.561-578. 

Locke, E.A., Fredrick, E., Lee, C. and Bobko, P., 1984. Effect of self-efficacy, goals, and 
task strategies on task performance. Journal of Applied Psychology, 69(2), pp.241-251. 

MacKenzie, S.B., Podsakoff, P.M. and Fetter, R., 1991. OCB and objective productivity as 
determinants of managerial evaluations of salespersons’ performance. Organizational 
Behavior and Human Decision Processes, 50(1), pp.123-150. 

MacKenzie, S.B., Podsakoff, P.M. and Fetter, R., 1993. The impact of organizational 
citizenship behavior on evaluations of salesperformance. Journal of Marketing, 57(1), 
pp.70-80. 

MacKenzie, S.B., Podsakoff, P.M. and Rich, G.A., 2001. Transformational and 
transactional leadership and salesperson performance. Journal of the Academy of 
Marketing Science, 29(2), pp.115-134. 

Maddux, J.E., 2002. Self-efficacy: the power of believing you can. In: C.R. Snyder and S. 
Lopez, eds. 2002. Handbook of positive psychology. Oxford, UK: Oxford University 
Press, pp. 257-276. 

McClelland, D.C., Atkinson, J.W., Clark, R.A. and Lowell, E.L., 1953. The achievement 
motive. New York, NY: Appleton-Century-Crofts. 

Moorman, R.H., 1991. Relationship between organizational justice and organizational 
citizenship behaviors: do fairness perceptions influence employee citizenship?. Journal 
of Applied Psychology, 76(6), pp.845–855. 

Moorman, R.H. and Blakely, G.L., 1995. Individualism-collectivism as an individual 
difference predictor of organizational citizenship behavior. Journal of Organizational 
Behavior, 16(2), pp.127-142. 

Morrison, E.W., 1994. Role definitions and organizational citizenship behavior: the importance 
of the employee’s perspective. Academy of Management Journal, 37(6), pp.1543-67. 



The Protection of Consumer Rights in the Field of Economic Services  
of General Interest 

AE 
 

Vol XV • No. 34 • June 2013 515 

Niehoff, B.P. and Moorman, R.H., 1993. Justice as a mediator of the relationship between 
methods of monitoring and organizational citizenship behavior. Academy of 
Management Journal, 36(3), pp.527-556. 

Oren, L., Tziner, A., Sharoni, G., Amor, I. and Alon, P., 2012. The relationship between 
personality similarity and attitudinal outcomes. Journal of Managerial Psychology, 
27(5), pp.479-496. 

Organ, D.W., 1988. Organizational citizenship behavior: the good soldier syndrome. 
Lexington, MA: Lexington Books. 

Organ, D.W., 1990. The motivational basis of organizational citizenship behavior. 
Research in Organizational Behavior, 12(1), pp.43-72. 

Organ, D.W., 1997. Organizational citizenship behavior: it’s construct clean-up time. 
Human Performance, 10(2), pp.85-97. 

Organ, D.W., Podsakoff, P.M. and MacKenzie, S.B., 2006. Organizational citizenship 
behavior. London: Sage.  

Organ, D.W. and Ryan, K., 1995. A meta-analytic review of attitudinal and dispositional 
predictors of organizational citizenship behavior. Personnel Psychology, 48(4), pp. 775-
802. 

Pierro, A., Kruglanski, A.W. and Higgins, E.T., 2006. Progress takes work: effects of the 
locomotion dimension on job involvement, effort investment, and job performance in 
organizations. Journal of Applied Social Psychology, 36(7), pp.1723-1743. 

Pinder, C.C., 2008. Work motivation in organizational behaviour. 2nd ed. New York, NY: 
Psychology Press. 

Podsakoff, P.M. and MacKenzie, S., 1989. A second generation measure of organizational 
citizenship behavior. Working paper. Bloomington, IN: Indiana University. 

Podsakoff, P.M. and Mackenzie, S.B., 1993. Citizenship behavior and fairness in 
organizations: issues and directions for future research. Employee Responsibilities and 
Rights Journal, 6(3), pp.257-269. 

Podsakoff, P.M., MacKenzie, S.B., Paine, J.B. and Bacharach, D.G., 2000. Organizational 
citizenship behaviors: a critical review of the theoretical and empirical literature and 
suggestions for future research. Journal of Management, 26(3), pp.513-563. 

Podsakoff, N.P., Whiting, S.W., Podsakoff, P.M. and Blume, B.D., 2009. Individual and 
organizational-level consequences of organizational citizenship behaviors: a meta-
analysis. Journal of Applied Psychology, 94(1), pp.122-141. 

Rioux, S. and Penner, L.A., 2001. The causes of Organizational Citizenship Behavior: a 
motivational analysis. Journal of Applied Psychology, 86(6), pp.1306-1314. 

Sadri, G. and Robertson, I., 1993. Self-efficacy and work-related behavior: a review and 
meta-analysis. Applied Psychology: An International Review, 42(2), pp.139-152. 

Schmidt, A.M. and DeShon, R.P., 2010. The moderating effects of performance ambiguity 
on the relationship between self-efficacy and performance. Journal of Applied 
Psychology, 95(3), pp.572-581. 

Schwarzer, R. and Jerusalem, M., 1995. Generalized self-efficacy scale. In: J. Weinman, S. 
Wright and M. Johnston, eds. 1995. Measures in health psychology: A user’s portfolio. 
Causal and control beliefs. Windsor, UK: NFER-NELSON, pp.35-37. 



AE Relations between OCBs, Organizational Justice, Work Motivation and Self-
Efficacy 

 

Amfiteatru Economic 516 

Sheppard, B.H., Lewicki, R.J. and Minton, J.W., 1992. Organizational justice: The search 
for fairness in the workplace. New York, NY: Lexington Books/Macmillan. 

Stajkovic, A.D. and Luthans, F., 1998a. Self-efficacy and work-related performance: a 
meta-analysis. Psychological Bulletin, 124(2), pp.240-261. 

Thibaut, J. and Walker, L., 1975. Procedural justice. Hillsdale, N.J.: Lawrence Erlbaum 
Associates,  

Todd, S.Y. and Kent, A., 2006. Direct and indirect effects of task characteristics on 
organizational citizenship behavior. North American Journal of Psychology , 8(2), 
pp.253-268. 

Tyler, T.R. and Bies, R.J., 1990. Beyond formal procedures: the interpersonal context of 
procedural justice. In: J.S. Carroll, ed. 1990. Applied social psychology and 
organizational settings. Hillsdale, N. J.: Lawrence Erlbaum Associates, pp.77-98.  

Tziner, A., Fein, E., and Oren, L., 2012. Human motivation outcomes. In C.L. Cooper, A. 
Pandey and J.C. Quick, eds. 2012.  Downsizing: Is less still more? Downsizing in a 
Global Retrenchment and Beyond. Cambridge, UK: Cambridge University Press. 

Van Dyne, L., Graham, J.W. and Dienesch, R.M., 1994. OCB: construct redefinition, 
measurement, and validation. Academy of Management Journal, 37(2), pp.765-802. 

Vroom, V., 1964. Work and motivation. New York, NY: Wiley & Sons. 

Wat, D. and Shaffer, M.A., 2005. Equity and relationship quality influences on 
organizational citizenship behaviors: the mediating role of trust in the supervisor and 
empowerment. Personnel Review, 34(4), pp.406-422. 



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


