
 

 

 

Abstract— This research was aimed to create a conceptual 

model that investigates the role of organizational citizenship 

behavior (OCB) in the relationship between employee 

commitment and organizational performance. The research 

expands on previous research on organizational behavior and 

how it affects performance. Six hypotheses are proposed as a 

result of the literature review. A framework is built by 

integrating employee commitment with organizational 

performance, using OCB as a moderating variable. Researchers 

and practitioners can use the framework as a starting point to 

investigate organizational performance further. The framework 

clarifies the determinants of employee commitment components, 

OCB, and organizational performance, as well as their potential 

linkages, for researchers. The paradigm can be utilized by 

practitioners to better understand the function of OCB in 

employee commitment and organizational performance. 

 

Keywords— Employee Commitment, OCB, Organizational 

Performance, Moderator 

I. INTRODUCTION 

Several companies have discovered that employee 

performance is crucial in determining the company's success 

[1], [2]. As a result, understanding how to get the most out of 

staff is crucial for both employers and managers. One of the 

contributing aspects to worker performance is employee 

commitment [3], [2]. 

Employee commitment, whether referred to as employee 

commitment or organizational commitment, is defined by 

Michael Armstrong as an employee's identification with the 

hiring organization's values, goals, and principles, as well as a 

genuine desire to belong and remain within the organization 

and to make an effort and an endeavour on its behalf [4]. It is 

impossible to overestimate the importance of employee 

devotion to the company. Companies encourage employee 

commitment because it is expected to reduce absenteeism, 

tardiness, and turnover. A dedicated employee remains with 

the company regardless of the company's favourable or 

unfavourable circumstances [5]. 

In order for a company to gain a competitive advantage, its 

leaders must constantly look for ways to strengthen employee 
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commitment. Organizational commitment is a metric that 

indicates if an organization's human resource management 

methods are capable of fostering emotional associations 

between the organization's and employees' goals.  

The issue of organizational commitment is a hot topic 

among company executives. It is an intangible result of a 

human resource management system; it is critical in keeping 

employees and realizing their full potential over time [6], [7]. 

The organization is at the centre of organizational 

commitment. It is the individuals identify with and attachment 

to the organization. Organizational commitment has been 

associated to increased effort, motivation, improved work 

satisfaction, decreased absenteeism, lower turnover, and higher 

retention (e.g. [8], [9).  

 

A. Statement Of The Problem 

Employee commitment (EC) and organizational 

performance (OP) have been studied in several scholarly 

works (e.g., [10], [11], but little or no research has been done 

when organizational citizenship behaviour (OCB) moderates 

the relationship between EC and OP. Consequently, this study 

will as a matter of urgency, look into the moderating role of 

OCB on the relationship between the proxies of organisational 

commitment and organizational performance. The objectives 

are as follows: 

 

i. To examine the influence of affective commitment on 

organizational performance 

ii. To assess the impact of continuance commitment on 

organizational performance 

iii. To determine the effect of normative commitment on 

organizational performance 

iv. To explore the moderating role of organizational 

citizenship behaviour on the relationship between 

affective commitment and organizational 

performance 

v. To explore the moderating role of organizational 

citizenship behaviour on the relationship between 

continuance commitment and organizational 

performance 

vi. To explore the moderating role of organizational 

citizenship behaviour on the relationship between 
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normative commitment and organizational 

performance 

 

 

B. Statement of the Hypotheses 

i. Affective commitment will be positively related to 

organizational performance 

ii. Continuance commitment will be positively related to 

organizational performance 

iii. Normative commitment will be positively related to 

organizational performance 

iv. Organizational citizenship behaviour will moderate the 

relationship between affective commitment and 

organizational performance? 

v. Organizational citizenship behaviour will moderate the 

relationship between continuance commitment 

and organizational performance? 

vi. Organizational citizenship behaviour will moderate the 

relationship between affective commitment and 

organizational performance? 

 

 

The study aims to examine the moderating role of 

organizational Citizenship Behaviour on the relationship 

between Employee Commitment and Organizational 

Performance. 

referees, and to make it easy for you to distribute preprints.  

II.  CONCEPTUAL REVIEW AND HYPOTHESE DEVELOPMENT 

A. Employee Commitment 

Organizational commitment, according to [12], is an attitude 

associated to job outcomes that has received a lot of academic 

attention in human resource management studies. Many studies 

have attempted to define organizational commitment. 

According to [13], commitment is defined differently 

depending on the perspective from which it is viewed. For 

example, [14] suggested that an individual's attitude toward his 

or her organization is associated to commitment. As a result, 

they place a premium on attitudinal commitment. [15] 

proposed that commitment is defined as the balance between 

inputs and outcomes. Case in point of perspectives are social 

exchanges [16], marriage [17], organisations [18], [19], 

business relationships [20] and strategic networks [21], [22]. 

In the case of business relationships and strategic networks, it 

means that the committed actors consider a relationship to be 

worth working on to ensure that the relationship lasts. 

Commitment has also been defined slightly more generally as 

a lasting wish to retain a relationship which is considered 

valuable [23]. 

 

2.1.1 Dimensions of Organizational Commitment 

As mentioned above that the construct of commitment has 

been viewed as comprised of three components: 

Affective commitment, continuance commitment and 

normative commitment [24], [25], [26]. 

  

(1) Affective commitment (AC) 

[24] indicated that affective commitment pertains to the 

extent to which an individual identifies with the organization 

and reflects employee affective orientation towards an 

organization. In furtherance to the definitions of organizational 

commitment, the most broadly acknowledged definitions were 

put forth by [19].  From their perspective, organization 

commitment is a multidimensional concept. Three proxies—

affective, continuance and normative—are encompassed. 

Affective commitment refers to employees´ emotional 

attachment to the organization. When employees’ expectation 

matches self-fulfilment and accomplishment in their 

organization, they tend to have stronger affective attachment. 

When the degrees of congruence of individual and 

organizational values are greater, the degree of employee 

affective commitment is greater too [27]. 

Continuance commitment reflected the level percent that 

employee will not to leave the organization and intent to 

continue to work for the organization [28]. In this study, 

continuance commitment was the awareness of the loss for 

employees to leave the organization, and intention to continue 

to work for the organization, in order to not to lose treatment 

that investment many years to exchange.  [27] asserted that a 

variety of factors, including the organization's culture, appear 

to influence long-term commitment. The organizational culture 

was more positive and supportive, and the employee 

continuance commitment could get greater degree. 

 

(3) Normative commitment (NC) 

Employee perceptions of ongoing employment obligation or 

sense of responsibility to the organization were referred to as 

normative commitment [25]. Normative commitment is 

distinct from affective commitment in that it is motivated by a 

feeling of moral obligation rather than an emotional 

relationship. Organizational socialization produces normative 

commitment, particularly in businesses that value loyalty and 

systematically convey that value to employees [27]. 

Employee commitment to the organization was viewed by 

several experts as a fundamental foundation for success in 

today's competitive economy [29], [26]. Employee behaviour 

is influenced by organizational commitment, and 

organizational commitment can impact employee behaviour 

[26]. Employees with higher degrees of commitment to the 

organization had higher levels of work satisfaction, lower 

levels of work stress, and lower levels of work-life conflicts, 

according to [5].  According to studies, the focus of 

organizational commitment study over the last three decades 

has been on the relationship between organizational 

commitment and other organizational behaviours such as 

employee satisfaction and organizational culture [29].  

B. Organizational Performance 

Although organizational performance as a concept has been 

considered extensively and as a result numerous works of 
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literature exist, conversely, its definition is difficult for the 

reason of its several meanings. Consequently, there is not a 

generally established description of this notion. Organizational 

performance was described in the 1950s as the extent to which 

organizations, regarded as a social system, achieved their goals 

[30]. During this time, performance evaluations were centered 

on work, people, and organizational structure. Performance 

was described as an organization's capacity to exploit its 

environment for accessing and using limited resources [31] 

later in the 1960s and 1970s as firms began to explore new 

ways to measure their performance. The revelation that 

identifying organizational objectives is more challenging than 

previously thought distinguished the 1980s and 1990s. 

Management researchers have recently continued to develop 

more sophisticated concepts regarding organizational 

performance. [32] defines organizational performance as an 

organization's accomplishments in relation to a set of metrics. 

They measure success in terms of production, such as 

quantifiable goals or profit margins. Organizational 

performance encompasses both behaviour and outcomes. This 

concept includes achieving expected levels as well as defining 

and reviewing objectives. The main idea behind this research 

is to look at this link, keeping in mind that if management 

behaviour is correct, the predicted levels of output will be met 

(success), and vice versa for failure. The performance 

continuum is divided into two ends: success and failure [33]. 

Organizational performance is defined as an organization's 

actual output or results compared to its expected outputs [34]. 

While the authors' definitions may differ, they all agree that 

organizational performance is about generating superior results 

and/or meeting objectives. 

Within organizations, there are three degrees of 

performance: financial performance, business performance, 

and organizational effectiveness, albeit the latter has been 

renamed organizational performance [35]. 

C. Organizational Citizenship Behaviour 

 [36] explain how OCB was coined by Organ in 1988 to 

characterize employee freewill behavior that directly supports 

an establishment's successful functioning, regardless of an 

individual's objective productivity. OCB represents certain 

conducts that are not mandated or indicated in an employee's 

work schedule. Because the conduct is largely a question of 

personal preference, it is not frequently punished [37]. 

Customers' perceptions of service quality can be positively or 

negatively influenced by the actions and attitude of employees 

in an organization [38]. Managers and administrators of 

institutions can create OCB by creating a favorable working 

environment that fosters a sense of commitment, contentment, 

and loyalty among employees [37]. When employees are 

satisfied, they are more likely to demonstrate OCB and have a 

lower turnover rate [39]. Furthermore, [40] discuss how 

several scholars (e.g. OCB is defined by [41], [42] as 

"discretionary acts that are not formally rewarded and go 

beyond conventional job obligations but are critical to team 

and organizational efficiency."  

  

[(1) Helping Behaviour, (2) Sportsmanship, (3) Organizational 

Loyalty, (4) Organizational Compliance, (5) Individual 

Initiative, (6) Civic Virtue, and (7) Self Development are some 

of the elements of OCB described by [43]. 

 

- Helping behaviour entails voluntarily assisting people 

with work-related issues or preventing them from 

occurring. 

 

- Sportsmanship is a form of citizenship behaviour.  [44] 

defined sportsmanship as ―a willingness to tolerate 

the inevitable inconveniences and impositions of 

work without complaining.‖ 

 

- Organizational loyalty entails promoting the 

organization to outsiders, protecting and defending it 

against external threats, and remaining committed to 

it even under adverse conditions. 

 
-  

- Organizational Compliance: This dimension appears to 

reflect a person’s internalization and acceptance of 

the organization’s rules, regulations, and processes, 

resulting in a strict adherence to them, even when 

compliance is not observes or monitors. 

 

- Individual Initiative: This type of behaviour conveys 

the impression that the employee is going ―above and 

beyond‖ his or her responsibilities. 

 
- Civic virtue denotes a broad interest in or dedication 

to the organization as a whole. This is  demonstrated 

by a willingness to actively participate in its 

governance (e.g., attend meetings, engage in  policy 

debates, express one's opinion about what strategy the 

organization should follow, etc. ); to  monitor its 

environment for threats and opportunities (e.g., keep 

up with changes in the industry that  may affect the 

organization); and to look out for its best interests 

(e.g., reporting fire hazards or  suspicious activities, 

locking doors, etc. ); and to monitor its environment 

for threats and opportunities. 

Self-development refers to the voluntary actions taken by 

employees to better their, knowledge, skills, and talents. As 

referenced by [45] this might include ―seeking out and taking 

advantage of advanced training courses, keeping abreast of the 

latest developments in one’s field and area, or even learning a 

new set of skills so as to expand the range of one’s 

contributions to an organization.‖    
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III.     RESEARCH METHODOLOGY 

A. Research Design 

Understanding research techniques and designs is critical 

when it comes to the research process, because each research 

method is a unique approach to the study process [46]. It is 

critical to comprehend the goals of various research methods 

in order to select the most appropriate research approach for 

the topic. [46] noted that evaluating the advantages and 

disadvantages of various research approaches is critical. 

Quantitative, qualitative, and mixed-methods research 

methodologies are all common [47], [48]. This research 

employs a quantitative approach. In this study, the quantitative 

method is suited for investigating the link between the 

independent factors and the dependent variable, as well as the 

moderating variable. Furthermore, because the data will be 

collected at a particular moment in time, this study will use a 

cross-sectional research design [49], [50], [51]. The cross-

sectional design was chosen because of its cost effectiveness 

and time savings, which fit the study's requirements [52], [53]. 

In terms of data analysis, the study will use structural 

equation modelling (SEM) with partial least square (PLS) 

software. The PLS is a useful tool for estimating causal models 

with latent variables and systems of simultaneous equations 

with measurement errors [54]. It can also handle extremely 

complicated models with a large number of constructs, 

indicators, and interactions [55], [56]. 

IV. CONCLUSION 

Using a conceptual framework, this study examines the 

moderating effect of OCB on the link between employee 

commitment and organizational performance. Previous 

research, however limited, have found evidence that employee 

commitment and OCB boost competitiveness and increase 

enterprise value. This study's proposed conceptual framework 

may have some significant corollaries. To begin, the proposed 

model will assist top management in appreciating the impact of 

an all-inclusive EC framework on businesses. The highlighted 

model may help businesses grasp and discover crucial aspects, 

and it can also help them improve their economic 

performance. The role of OCB as a moderator between EC and 

organizational performance is hypothesized in this paper. The 

combination of EC and OCB aids businesses in achieving their 

objectives.  
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