
Journal of Marketing & Social Research 

ISSN (Online): 3008-0711 
Volume: 02 | Issue 06 | 2025 

Journal homepage: https://jmsr-online.com/ 

Name: Shwetha BV 
Email: shwethabv2709@gmail.com  

74 

 

Exploring OCB in Academic Contexts: Insights from a Narrative 

Review 
 

Shwetha BV1 and Dr. Sharmila Ashraf2 
1Assistant professor, Research scholar, Jain (deemed-to-be University) Bengaluru, India  
2Associate professor, JAIN (deemed-to-be University) Bengaluru, India 

Received: 30/06/2025;   Revision: 12/07/2025;   Accepted: 18/07/2025;      Published: 06/08/2025 

 

*Corresponding author: Shwetha BV (shwethabv2709@gmail.com)  
 

Abstract: In response to growing demands for quality, accountability, and inclusivity in higher education, academic staff's 

voluntary actions are vital. Organisational Citizenship Behaviour (OCB), based in organisational psychology, involves 

discretionary acts that boost effectiveness without official reward. This review explores literature on OCB in academic settings 

such as schools, colleges, and universities, where staff engage in extra-role activities that enhance performance. It considers 

factors like job satisfaction, motivation, personality, leadership, culture, and support. Findings indicate OCB improves morale, 

collegiality, and student outcomes, enhancing overall performance. Yet, excessive or unrecognised OCB may cause burnout, 

role conflict, and gender gaps, especially in underfunded or bureaucratic contexts. The review also examines how differences 

between developed and developing countries influence OCB expression and valuation. Ultimately, OCB is crucial for academic 

excellence, but sustaining it long-term needs policies that recognise and promote voluntary efforts. This overview offers a 

foundation for future research and strategies to foster citizenship and resilience in higher education. 

 

Keywords: Organizational Citizenship Behaviour, Higher Educational Institutions, Academic Institutions, Organizational 

Theory. 

 

INTRODUCTION   
Today, higher education institutions face mounting 

pressure to deliver quality education, foster inclusive 

learning environments, and stay competitive amid rapid 

social, economic, and technological shifts. These issues are 

intensified by resource constraints, a more diverse student 

population, increased administrative tasks, and 

accountability standards. In this environment, the human 

factor—especially the proactive, voluntary efforts of 

academic staff—has become vital for the success of 

institutions. This has heightened attention on 

Organizational Citizenship Behaviour (OCB), which 

describes voluntary actions beyond job duties that support 

the organization’s smooth functioning (Organ, 1988). 

 

Originally stemming from industrial and organizational 

psychology, OCB includes behaviours such as helping 

colleagues, taking on additional tasks, showing initiative, 

and supporting the organization. These actions are typically 

unrewarded but significantly enhance organizational 

effectiveness. While extensively studied in corporate and 

public sectors, the use of OCB in educational settings 

among faculty and staff at schools, colleges, and 

universities has only recently gained attention. Given the 

complex and interconnected nature of academic work, 

where teamwork, collegiality, and institutional engagement 

are essential for achieving educational goals, the 

importance of OCB is both deep and multifaceted. 

 

Faculty members often participate in activities beyond their 

official duties, such as mentoring students outside of class, 

serving on committees, organizing events, and supporting 

the growth of the institution. Although these efforts are 

voluntary, they are essential for fostering a positive 

academic environment and aiding students' overall 

development. Recognizing and understanding these extra-

role behaviours is crucial for appreciating faculty 

contributions and for creating policies and workplace 

cultures that promote such engagement over time. 

 

SIGNIFICANCE OF ORGANIZATIONAL 

CITIZENSHIP BEHAVIOUR (OCB) IN 

ACADEMIC INSTITUTIONS 
The importance of Organizational Citizenship Behaviour 

(OCB) in academic settings is increasingly acknowledged 

because of its direct and indirect effects on institutional 

outcomes. Studies show that OCB can boost job 

satisfaction, team cohesion, student contentment, and 

overall success of institutions (DiPaola & Tschannen-

Moran, 2001; Somech & Ron, 2007). For example, when 

faculty members voluntarily support colleagues, share 

academic resources, or give constructive feedback, both 

teaching and research quality see improvements. Similarly, 

when administrative staff act courteously and diligently 

beyond their formal duties, the overall service and student 

experience improve. In environments where academic 

institutions often lack strict hierarchical oversight, 

promoting a culture of self-motivation and prosocial 

actions is crucial. OCB fosters trust, psychological safety, 

and a sense of community elements essential for innovation 

and shared governance. It also helps mitigate 
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organizational stressors, supporting individual well-being 

and organizational resilience (Podsakoff et al., 2000). 

Moreover, in many developing countries, where high 

faculty-to-student ratios and overloaded administrative 

systems prevail, OCB can serve as a compensatory 

mechanism.  

 

Faculty and staff going beyond their formal roles help 

address resource shortages, which is especially important 

in regions like India, where higher education faces the dual 

challenges of expansion and quality assurance. 

Recognizing the role of OCB in such contexts is vital for 

academic leadership, human resource planning, and 

policymaking. Despite these benefits, OCB is often 

undervalued in performance evaluations that mainly focus 

on measurable outputs like research publications and 

teaching hours. This oversight undervalues relational and 

emotional labour in academia and may discourage ongoing 

OCB participation. Therefore, a systematic understanding 

of how OCB manifests, what motivates it, and its effects on 

academic environments is crucial for developing more 

responsive and resilient institutions. 

 

This conceptual paper critically examines the concept of 

Organizational Citizenship Behaviour (OCB) in academic 

settings through a review of existing literature. While many 

studies have explored OCB in different organizational 

environments, there is a particular need to understand how 

OCB is perceived, practiced, and implemented within 

educational institutions. This review aims to identify key 

themes, pinpoint gaps in current knowledge, and develop a 

conceptual framework to guide future research and 

initiatives in the sector. 

 

CONCEPTUALIZING ORGANIZATIONAL 

CITIZENSHIP BEHAVIOUR (OCB) 
Organizational Citizenship Behaviour (OCB) involves 

voluntary actions by employees that, while not officially 

rewarded, significantly support the smooth functioning of 

an organization (Organ, 1988). This idea was developed to 

overcome the limitations of traditional performance 

assessments, which primarily focus on task outcomes and 

overlook informal efforts that enhance organizational 

efficiency and cohesion. Organ (1988) laid out the core 

framework for OCB, defining it as “individual behaviour 

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” 

(Organ, 1988, p. 4). The emphasis on “discretionary” 

actions highlights that these behaviours go beyond standard 

job responsibilities and are performed voluntarily. 

Examples include staying late to help a colleague, taking 

initiative in organizational growth, or demonstrating 

politeness and respect in daily interactions. The concept of 

OCB originates from the “good soldier syndrome,” 

introduced by Katz and Kahn (1966), which underlines the 

importance of extra-role behaviours for organizational 

success. They argued that organizations need more than just 

rule-following employees—they also rely on spontaneous, 

cooperative efforts. Consequently, OCB was introduced to 

identify actions that are not captured in formal performance 

metrics but are essential for boosting organizational 

effectiveness, especially in complex, interdependent 

settings like schools. 

 

Dimensions of OCB 

Organ (1988) initially proposed five key dimensions of 

OCB, each capturing a distinct type of discretionary 

behaviour: 

 

Altruism 

Altruism includes voluntary actions aimed at assisting 

specific individuals with organizational tasks or concerns 

(Podsakoff et al., 2000). In academic settings, it may 

involve a faculty member willingly helping a colleague 

prepare a course or advising a student outside of scheduled 

hours. This type of altruistic behaviour strengthens 

interpersonal bonds and fosters team cohesion. 

 

Conscientiousness 

This dimension involves going beyond fundamental job 

expectations such as punctuality, following institutional 

rules, and showing initiative (Organ, 1988). In academic 

contexts, it might include preparing thoroughly for classes, 

reliably meeting deadlines, or engaging actively in 

academic governance. 

 

Sportsmanship 

Sportsmanship reflects an employee’s capacity to handle 

difficult situations without complaining. It reduces 

conflicts within the organization and conserves time and 

effort that could otherwise be spent resolving disputes or 

dealing with dissatisfaction (Podsakoff et al., 2000). For 

example, an academic staff member who willingly takes on 

extra responsibilities during an accreditation process 

without resistance demonstrates sportsmanship. 

 

Courtesy 

Courtesy entails proactively preventing work conflicts by 

informing colleagues, consulting before making decisions 

impacting others, and communicating considerately 

(Organ, 1988). In academic environments, practicing 

courtesy can reduce misunderstandings and foster mutual 

respect. 

 

Civic Virtue 

Civic virtue entails responsible and proactive involvement 

in an organization's political activities. This includes 

attending voluntary meetings, staying updated on 

institutional news, and participating in decision-making. In 

educational settings, it is demonstrated through 

involvement in committee work, strategic planning, and 

quality assurance initiatives. 

 

Later researchers, such as Podsakoff et al. (2000), expanded 

these dimensions to include aspects like loyalty, self-

development, and personal initiative, acknowledging the 

evolving and context-specific nature of OCB. 

 

EVOLUTION OF THE OCB CONSTRUCT 

IN ORGANIZATIONAL THEORY 
Since its emergence in the 1980s, the concept of OCB has 

evolved considerably. Initially, research mainly viewed 

OCB as a personal trait shaped by factors such as 
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personality, job satisfaction, and commitment (Smith et al., 

1983). Over time, the scope expanded to include broader 

organizational and contextual influences, such as 

leadership styles, organizational justice, and perceived 

support (Eisenberger et al., 1986; Organ et al., 2006). The 

core principles of OCB are largely grounded in Social 

Exchange Theory (Blau, 1964), which posits that 

employees who feel they are treated fairly and supported 

are more likely to perform voluntary positive behaviours. 

This is especially relevant in academia, where faculty 

members' perceptions of autonomy, justice, and respect 

deeply impact their extra-role activities. 

 

Organizational Support Theory (Eisenberger et al., 1986) 

suggests that employees are motivated to act in ways that 

benefit their organization when they feel their efforts are 

valued and their well-being is prioritized. In academic 

settings, this often results in voluntary actions like 

mentoring, serving on committees, or promoting the 

institution. Research on Organizational Citizenship 

Behaviour (OCB) has also evolved methodologically over 

time. While earlier studies mainly relied on self-report 

surveys in Western corporate contexts, recent work has 

broadened to include diverse sectors such as education and 

features mixed methods. Current investigations explore 

cross-cultural differences, gender impacts, and sector-

specific OCB expressions (Yadav & Kumar, 2017), 

highlighting the importance of context in understanding 

and applying this concept. 

 

Research on OCB has expanded from its influence on 

organizational performance to also cover its effects on 

employee well-being, burnout, and work-life balance. 

Experts caution that excessive participation in OCB, 

especially when unrecognized or exploited, can lead to role 

overload and emotional exhaustion—an issue particularly 

relevant in higher education, where faculty face substantial 

demands (Bolino et al., 2010). Overall, the perception of 

OCB has shifted from viewing it as a fixed trait to 

recognizing it as a dynamic, context-sensitive 

phenomenon. This change is especially significant in 

education, which relies heavily on collaboration and 

relationships. Promoting and recognizing OCB in academic 

settings is therefore essential for fostering supportive, 

effective, and resilient organizational cultures. 

 

APPLICATION OF OCB IN SCHOOLS, 

COLLEGES, AND UNIVERSITIES 
Organizational Citizenship Behaviour (OCB) is 

increasingly important in educational settings, especially as 

schools, colleges, and universities face challenges such as 

globalization, accountability demands, limited resources, 

and rising student expectations. In these environments, 

OCB refers to voluntary actions by educators, 

administrators, and support staff that go beyond their 

formal responsibilities, helping to ensure smooth 

functioning and effectiveness of the institution (Somech & 

Ron, 2007). For example, teachers may mentor students 

outside class, organize extracurricular activities, or support 

colleagues with lesson planning. Such behaviours create a 

positive learning environment and enhance student 

outcomes (DiPaola & Hoy, 2005). In higher education, 

OCB becomes even more crucial due to the complex 

demands of teaching, research, and service. Faculty often 

engage in tasks like curriculum development, advising 

students, informal peer mentoring, and committee work—

typically without additional pay or formal recognition 

(Organ et al., 2006). OCB also involves administrative and 

support staff, not just faculty. These staff demonstrate OCB 

by building strong relationships with students and 

colleagues, proactively solving problems, and assisting 

with tasks outside their official duties (Kagaari & Munene, 

2007). For instance, a registrar helping students with 

academic procedures or a librarian providing extra research 

support exemplify citizenship behaviours that improve 

service quality. Although voluntary and not officially 

acknowledged, these actions foster a positive 

organizational climate, promote teamwork, and contribute 

to the institution's overall success. As a result, educational 

institutions rely heavily on OCB to maintain quality 

standards, meet stakeholder expectations, and encourage 

ongoing improvement (Yadav & Kumar, 2017). 

 

While OCB has been extensively studied in the corporate 

and public sectors, its expression in academic environments 

exhibits unique traits. First, because academic work often 

requires independence, faculty members mainly work with 

little supervision. This autonomy fosters self-initiated 

citizenship behaviours but also depends heavily on 

personal motivation and institutional culture (DiPaola & 

Tschannen-Moran, 2001). Second, academic settings 

encourage collegiality and shared governance through 

collaboration. Faculty participation in departmental 

meetings, curriculum committees, and strategic planning 

often reflects civic virtue and courtesy—key elements of 

OCB (Organ, 1988). Even though participation is 

voluntary, it is essential for inclusive decision-making and 

overall effectiveness. Third, emotional labour—involving 

mentoring students, supporting distressed learners, or 

resolving conflicts—goes beyond formal duties but 

significantly influences the academic environment. These 

actions demonstrate altruism and courtesy, vital aspects of 

OCB (Somech & Drach-Zahavy, 2000). Fourth, faculty 

identity and intrinsic motivation play a crucial role in 

maintaining OCB. Educators who strongly identify with 

their roles or institutions tend to engage in extra-role 

behaviours voluntarily, without expecting tangible rewards 

(Bogler & Somech, 2004). This internal motivation 

distinguishes academic OCB from that in more hierarchical 

or reward-based sectors. Finally, contextual factors like the 

institution's type, size, and location affect how OCB 

manifests and its importance. For example, faculty at 

smaller or rural institutions often show higher levels of 

OCB due to close-knit communities and limited resources, 

whereas urban institutions may encounter more difficulties 

in fostering shared purpose and voluntary cooperation 

(Nguni, 2005). 

 

ANTECEDENTS OF OCB IN ACADEMIC 

SETTINGS 
Organizational Citizenship Behaviour (OCB) plays a vital 

role in the smooth operation of educational institutions. Its 

importance is particularly pronounced in academic settings, 

where success depends not only on formal duties but also 
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on voluntary efforts from faculty, staff, and administrators. 

Gaining insight into the factors that affect OCB in these 

environments is key to understanding what drives these 

voluntary actions. Research indicates that in academia, 

OCB is shaped by both personal factors—such as job 

satisfaction, motivation, and personality traits—and 

organizational factors, like leadership style, cultural 

environment, and perceived organizational support 

(Podsakoff et al., 2000; Organ et al., 2006). 

 

INDIVIDUAL-LEVEL FACTORS 

INFLUENCING OCB 
Job Satisfaction 

Job satisfaction is a key predictor of organizational 

citizenship behaviour (OCB). When people find their work 

rewarding, they often go beyond their official duties to help 

colleagues and support the organization (Organ & Ryan, 

1995). In schools, satisfied teachers are more likely to 

participate in departmental tasks, develop curricula, and 

mentor students. Research by DiPaola and Tschannen-

Moran (2001) shows that higher teacher job satisfaction 

correlates with more altruistic and conscientious 

behaviours, which benefit the school community. 

 

Work Motivation 

Intrinsic motivation plays a key role in OCB, especially in 

academia where values like intellectual independence and 

ethics are vital. Based on Ryan and Deci’s (2000) self-

determination theory, people are more likely to participate 

in extra-role behaviours when their core psychological 

needs such as autonomy, competence, and relatedness—are 

fulfilled. Faculty motivated by internal factors, such as 

assisting students or advancing institutional objectives, are 

more likely to willingly take on discretionary tasks without 

external prompting. 

 

Personality Traits 

Individual personality traits are crucial. Employees 

exhibiting high conscientiousness, agreeableness, and 

emotional stability usually show Organizational 

Citizenship Behaviour (OCB) (Organ et al., 2006). In 

academic environments, conscientious faculty often go 

beyond their basic duties to ensure quality teaching and 

research. Similarly, agreeable individuals tend to help 

colleagues or resolve conflicts amicably. Ilies et al. (2009) 

found that these traits can predict prosocial behaviours 

within organizations, including educational settings. 

 

Organizational Commitment and Identification 

Organizational commitment is essential, representing the 

psychological bond an individual has with their 

organization. When academic staff align with the 

institution's goals and values, they usually become more 

engaged and actively contribute to its success (Meyer & 

Allen, 1997). Bogler and Somech (2004) found that 

teachers' organizational commitment is positively linked to 

organizational citizenship behaviour (OCB), particularly in 

aspects such as civic virtue and altruism. 

 

Organizational-Level Factors Influencing OCB 

Leadership Style 

Leadership style plays a crucial role in shaping 

organizational citizenship behaviour (OCB). 

Transformational leaders—who motivate, inspire, and 

challenge followers intellectually are generally associated 

with higher OCB levels among academic staff (Nguni, 

Sleegers, & Denessen, 2006). They foster trust, autonomy, 

and a shared sense of purpose, all of which are essential for 

encouraging voluntary efforts. In contrast, transactional 

leadership—which emphasizes task completion and reward 

systems—may be less effective in academic settings that 

prioritize creativity and intrinsic motivation (Bass, 1999). 

Additionally, servant leadership—centered on empathy, 

active listening, and addressing others' needs—has 

demonstrated a positive connection to OCB in educational 

contexts. Such leaders cultivate a supportive environment 

where staff feel respected and empowered, boosting their 

likelihood to perform citizenship behaviours (Eva et al., 

2019). 

 

Institutional Culture and Climate 

Institutional culture, comprising shared beliefs, norms, and 

values, greatly shapes staff behaviour. A culture that 

encourages collaboration and participation fosters mutual 

respect, information sharing, and collegiality, thereby 

boosting organizational citizenship behaviour (Somech & 

Ron, 2007). Schools with a positive climate make faculty 

and staff feel safe, supported, and appreciated, which 

increases their willingness to exceed their formal roles 

(DiPaola & Hoy, 2005). On the other hand, toxic or overly 

competitive environments can impede OCB by promoting 

self-interest over teamwork. Therefore, institutions should 

aim to develop cultures that emphasize teamwork, 

transparency, and shared responsibility. 

 

Perceived Organizational Support (POS) 

Perceived Organizational Support (POS)—which indicates 

how much employees feel their organization appreciates 

their contributions and cares about their well-being is a 

crucial factor influencing organizational citizenship 

behaviour (OCB) within organizations. POS, grounded in 

Social Exchange Theory (Blau, 1964), posits that 

individuals tend to reciprocate kindness with positive 

actions. In academic contexts, when faculty perceive 

recognition and support—such as fair policies, 

opportunities for growth, and respectful treatment—they 

are more likely to participate in extra-role activities like 

volunteering for committees, mentoring students, and 

collaborating across departments (Rhoades & Eisenberger, 

2002). A study by Kagaari and Munene (2007) in Ugandan 

universities found that lecturers who experienced high 

levels of support and autonomy showed a significant 

increase in OCB participation. These results align globally, 

indicating that POS generally promotes organizational 

citizenship in educational settings. 

 

CONSEQUENCES AND OUTCOMES OF 

OCB IN ACADEMIA 
Organizational Citizenship Behaviour (OCB) plays an 

important role in educational settings by boosting overall 

performance and effectiveness. When faculty, staff, and 

administrators willingly engage in activities outside their 

official roles—such as committee service, student 

mentoring, or backing institutional projects, they play a 
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crucial role in cultivating a high-achieving academic 

atmosphere (Organ et al., 2006). 

 

Impact on Institutional Performance and Effectiveness 

In academic institutions, Organizational Citizenship 

Behaviour (OCB) is crucial for boosting overall 

performance and effectiveness. When faculty, staff, and 

administrators voluntarily go beyond their official roles—

by serving on committees, mentoring students, or initiating 

improvements—they help create a highly effective 

educational environment (Organ et al., 2006). Universities 

are increasingly assessed through various metrics such as 

student satisfaction, accreditation results, retention rates, 

and research output. OCB supports these goals by 

encouraging collaboration and better communication 

(DiPaola & Hoy, 2005). For example, dedicated faculty 

members deliver consistent courses, manage classes 

efficiently, and offer prompt feedback to students—directly 

contributing to academic success. At the organizational 

level, acts of civic virtue and altruism among staff promote 

active engagement in governance and strategic planning, 

boosting responsiveness and innovation (Bogler & 

Somech, 2004). Such behaviours also enhance teamwork 

among departments, supporting quality assurance, 

curriculum development, and student services—key 

functions that improve operational efficiency (Somech & 

Ron, 2007). The voluntary nature of OCB allows 

institutions to benefit from discretionary effort without 

external incentives. Over time, this effort improves 

organizational performance and helps foster a culture of 

excellence and accountability (Podsakoff et al., 2009). 

 

Influence on Student Outcomes and Learning 

Environment 

OCB positively impacts student achievement and the 

overall learning environment. When faculty exhibit high 

citizenship behaviour, they often go beyond their basic 

teaching duties by providing extra support, guidance, and 

mentorship to students (DiPaola & Tschannen-Moran, 

2001). Such behaviours are linked to better academic 

performance, increased engagement, and higher student 

satisfaction. Classroom-related OCB includes making 

lectures more engaging, giving prompt and detailed 

feedback, and offering additional office hours. These 

actions enhance students' understanding and foster a sense 

of belonging within the academic community (Kagaari & 

Munene, 2007). For students, this can lead to increased 

motivation, lower dropout rates, and improved academic 

results. Support staff and administrators also play a vital 

role by delivering efficient services, addressing issues 

proactively, and communicating clearly. Their 

conscientiousness and politeness help create a student-

centered environment, which is key to satisfaction and 

loyalty (Yadav & Kumar, 2017). Additionally, institutions 

that promote a strong OCB culture often focus on fairness, 

emotional support, and inclusion—essential for creating 

safe, inclusive learning spaces. Such environments 

encourage higher retention, perseverance, and success 

among students (Nguni, 2005). 

 

Effects on Faculty Morale and Collegiality 

A key internal benefit of OCB in academic environments is 

its positive impact on faculty morale and camaraderie. It 

fosters a supportive, collaborative atmosphere that 

enhances job satisfaction and emotional well-being among 

faculty. Participating in altruistic and courteous actions 

helps create a work culture rooted in mutual respect and 

shared responsibilities (Organ, 1997). Strong collegial 

bonds are particularly vital in academia, where teaching, 

research, and administrative tasks rely heavily on 

teamwork. OCB promotes cooperation by building trust, 

reciprocity, and common goals (Somech & Drach-Zahavy, 

2000). Supporting colleagues, especially during 

emotionally or cognitively demanding situations, generates 

a positive cycle that boosts morale and reduces burnout. 

Acts of civic virtue and good sportsmanship also mitigate 

organizational politics and conflicts common in 

hierarchical, bureaucratic educational settings. Faculty 

displaying sportsmanship tend to handle challenges calmly, 

fostering harmony (Podsakoff et al., 2000). In stressful 

times—such as accreditation, curriculum reforms, or 

leadership changes—faculty engaging in OCB act as 

stabilizers, maintaining morale and organizational stability. 

When faculty feel supported and appreciated for their extra 

efforts, they remain motivated and committed to their 

institution (Chen et al., 1998). Elevated faculty morale, in 

turn, promotes teaching innovation, research output, and 

active academic engagement, key to thriving in competitive 

higher education (Organ et al., 2006). 

 

The impact of OCB in academia goes beyond individual 

acts of kindness, influencing structural, educational, and 

cultural dimensions. Institutions with frequent OCB tend to 

operate more efficiently, provide better learning 

environments, and foster stronger internal cohesion. By 

encouraging voluntary extra-role behaviours among staff, 

universities can boost their overall performance while 

cultivating a community based on empathy, teamwork, and 

high standards. Recognizing and promoting OCB should be 

a strategic focus for educational leaders, including 

developing recognition programs, fostering inclusive 

leadership, and creating a culture that values volunteer 

efforts and collegiality. As academic institutions adapt to 

societal changes and global challenges, OCB remains vital 

for their sustainability and future success. 

 

KEY INSIGHTS AND EMERGING 

THEMES FROM THE NARRATIVE 

REVIEW 
Organizational Citizenship Behaviour (OCB) is widely 

regarded as a vital component that enhances organizational 

effectiveness across various sectors, including education. 

This narrative review identifies several emerging themes 

from academic research, clarifying how OCB manifests 

within educational environments. Major themes include the 

different facets of OCB, the effects of institutional culture 

and leadership, the influence of contextual factors such as 

a country's developmental stage, and mixed empirical 

findings related to faculty engagement and institutional 

results. Scholarly studies highlight the complex nature of 

organisational citizenship behaviour (OCB), building on 

Organ's (1988) core dimensions—altruism, 

conscientiousness, sportsmanship, courtesy, and civic 

virtue. Faculty and staff often perform tasks beyond their 
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roles, such as mentoring, committee work, curriculum 

design, and supporting events (DiPaola & Hoy, 2005; 

Kagaari & Munene, 2007). These voluntary actions, which 

often go unnoticed, significantly enhance institutional 

cohesion and outcomes, including job satisfaction, 

commitment, student success, and efficiency (Podsakoff et 

al., 2000; Somech & Ron, 2007). High OCB levels foster a 

collaborative environment, improve morale, and reduce 

staff turnover (Bogler & Somech, 2004). Leadership styles, 

especially transformational and supportive leadership, 

influence OCB, with fair, empowering, and communicative 

leaders encouraging discretionary efforts (Nguni, 2005; 

Yadav & Kumar, 2017). 

 

While the literature generally underscores the beneficial 

effects of OCB in academic contexts, it also reveals subtle 

complexities and contradictions. For example, some 

research demonstrates a direct link between OCB and 

organizational performance (Podsakoff et al., 2009), 

whereas others suggest that excessive OCB could lead to 

role overload, burnout, and reduced job performance, 

particularly when expectations become unclear or 

institutional recognition is absent (Vigoda-Gadot, 2007; 

Bolino et al., 2010). This indicates a curvilinear or 

threshold effect, where an overload of OCB might impair 

both individual and organizational effectiveness. Although 

OCB often correlates with higher job satisfaction, external 

pressures like publication quotas and administrative tasks 

may compel faculty to limit their extra-role activities and 

concentrate on core responsibilities (Somech & Drach-

Zahavy, 2000). This highlights increasing tension between 

institutional demands and limited personal resources in 

higher education. Another emerging issue concerns how 

OCB is perceived and rewarded: typically, in academia, 

OCB is not officially recognized during tenure or 

promotion decisions, which can discourage faculty from 

engaging in such behaviours (Organ et al., 2006). This 

institutional oversight can create a gap between expected 

and actual rewards, especially in resource-limited settings. 

Additionally, the gender dimension of OCB appears 

complex. Some studies suggest that female faculty 

members are more likely to engage in communal 

behaviours, such as helping and mentoring, types of OCB 

often undervalued in academic reward systems (Kidder & 

Parks, 2001). This highlights an important gender-related 

aspect of OCB in academia that warrants further 

exploration. 

 

CONCLUSION 
The review emphasises that, although organisational 

citizenship behaviour (OCB) is a well-known concept in 

academia, its various forms, causes, and impacts differ 

based on context and may sometimes even conflict. 

Generally, OCB boosts institutional effectiveness, fosters a 

positive learning atmosphere, and strengthens collegial 

bonds. However, overdependence on OCB without 

sufficient structural support can result in negative 

consequences such as burnout and inequality. Recognising 

these complexities is essential for policymakers, 

administrators, and educational leaders who seek to 

leverage OCB effectively. Future studies should explore 

the contextual influences on OCB in greater depth, 

especially in underrepresented regions, and find ways to 

sustainably integrate it into academic routines. 
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