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In a new era, the organizational climate has built as the norms, values, beliefs, 
traditions, and ceremonies where people work together to solve problems and face 
challenges. This study was to determine whether there is a relationship between 
each of the three dimensions of organizational climate (supervisory support, 
autonomy, and goal direction) and Organizational Citizenship Behavior-Individual 
and Organizational Citizenship Behavior-Organizational on a non-supervisory staff of 
Bank Simpanan National in Malaysia. Nevertheless, the framework of this study was 
discussed based on the suitable underpinning theory of organizational climate and 
how the organizational climate theory relates to organizational citizenship behavior. 
The population of employees in Bank Simpanan National was 7,000. Samples taken 
amounted to 99 (Male=52; Female=47) of the non-supervisory staff, respondents 
of the total population of 7,000, through sampling techniques, namely purposive 
sampling. Respondents’ were selected among non-supervisory employees in this 
study. This study was examined using the quantitative method. In this study data 
analysis is done by IBM Statistical Product and Service Solution (SPSS) program for 
windows version 22. Data collection techniques used the form of a 7-Likert scale 
of organizational climate and organizational citizenship behavior. It was examined 
using correlation analysis. This study revealed a significant association between 
organizational climate and organizational citizenship behavior on non-supervisory 
employees of Bank Simpanan National in Malaysia. The hypotheses further showed 
a significant positive relationship between 2nd order construct of organizational 
climate and organizational citizenship behavior and organizational citizenship 
behavior-Organizational. This research recommended that all banks’ need to 
demonstrate a positive organizational climate among employee’s to increase 
organizational citizenship behavior.
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INTRODUCTION

Organizational climate is a set of features that 
describe the organization. It differs from another 
organizational while remaining for the time. It also 
affects the behavior of workers in certain organizations 

(Jeswani and Dave, 2012). The direct perception or 
individual in his working environment will inevitably 
affect the motivation and behavior of individuals. The 
concept of the ‘organization’ has changed exceptionally 
over recent times, predominantly due to the 
advancement of technology, increased competition, 
changes to working practices, structures and nature 
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of the organizations- traditional forms to virtual forms 
to networked forms and challenges facing employees 
such as understanding new business processes, 
flexibility and working environment (Rees and Smith, 
2017; Musah, et al., 2016; Pozveh and Fariba, 2017). 
Bank Simpanan National is the transformation of 
the products and services to attract a new customer 
from generation Y. The Bank’s ability to meet 
increasing demand is the result of the dedication and 
professionalism shown by each of its members. BSN 
values its talents and is committed to continuously 
improving the aspects of BSN’s management and 
development. Over a last three decades, researchers 
(Dawson et al., 2008) have received a great deal of 
attention from other scholars about the construct 
of organizational climate, therefore organizational 
citizenship behavior in Taiwan bank serves as an 
excellent starting point for such work (Yen and Niehoff, 
2004) among workers to increase the organizational 
performance by enhancing organizational climate. 
Early researchers have found that thirty percent of 
the business results are because of the organizational 
climate that the employee perceives around them 
or reported differently that thirty per cent of the 
business results produced by the organization is 
because of how their employees feel about the 
working environment within an organization, which 
is a great leverage, if one thinks about it (Lafta et 
al., 2016). Although, the organizational climate has 
been defined in the literature in many different 
ways, dating back to the 1960s; however, there is no 
consensus on this concept (Subramani, et al., 2015; 
Eustace and Martins, 2014). For instance, Bowen and 
Ostroff (2004) provide a comprehensive definition 
of organizational climate. They define organizational 
climate as: “a shared perception of what the 
organization is like in terms of practices, policies, 
procedures, routines, and rewards- what is important 
and what behavior are expected and rewarded- and 
is based on shared perceptions among employees 
within formal organizational units”.  On the other 
hand, Eustace and Martins (2014) defined as “a set 
of characteristics that describe an organization, 
distinguishes one organization from another, is 
relatively stable over time and can influence the 
behavior of the organization’s members”. It implies 
that members of the organization are directly affected 
by the organizational climate and their attitudes and 
behavior are enhanced by climate conditions. In 

addition, the organizational climate has divided into 
two forms, a positive or negative climate (Castro 
and Martins, 2010). These  positive and negative 
climates can affect staff attitudes, behavior and their 
performance outcomes (Ashkanasy and Hartel). A 
positive organizational climate makes employees feel 
good about coming to  work, volunteering helping 
others, law-abiding and provides the motivation 
to remain productive throughout the day. These 
types of behavior are expressed as organizational 
citizenship behavior (Oge and Erdogan, 2015). This 
notion is further supported by the organizational 
climate theory presented by Lewin et al. (1939) field 
theory, they reiterate that behavior is an outcome of 
the interaction between a person and organizational 
climate and all depend on each other (Shintri and 
Bharamanaikar, 2017). Hence, positive and strong 
organizational climate results in healthy climate 
in which workforce are loyal to their organizations 
(Pozveh and Fariba, 2017) and show high extra role 
behavior with each other and with their managers 
(Oge and Erdogan, 2015). Organizational citizenship 
behavior plays an essential construct in organizations 
because it is the organizational resources for 
employees. According to Yen et al. (2008), OCB was 
known as voluntary behavior among employees in 
the organization to increase the degree of efficiency 
and effectiveness of employee without any material 
or moral return. So as an employee enable to be 
loyal to the organizational due to the working climate 
that contributes to the emergence of employee’s 
citizenship behavior. Studies in Taiwan banks (Yen 
et al., 2008) highlighted the level of efficiency 
and effectiveness of employees that increase 
organizational citizenship behavior. It means a bank 
has a productive worker, disciplined and competitive 
in enhancing the quality work at the most optimal 
level. Therefore, the role of organizational climate 
is important because these factors affect and have 
an affinity with the way employees perform their 
jobs in daily work-life. Most literature studies 
presented by linking organizational climate on 
organizational citizenship behavior in various context 
such as private universities (Anggraini, et al., 2018); 
Ambattur industrial estate (Subramani, et al., 2015); 
Ghanaian banks (Agyemang, 2013); commercial 
banking sector of Lebanon in the Middle East 
(Maamari and Messarra, 2012); Iranian automakers’ 
(Hajirasouliha, et al., 2014); and school (Cohen and 
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Keren, 2010), yet there are a few studies addressing 
the relationship between organizational climate 
and OCB constructs, particularly in the Malaysian-
based banking sector. Hence, the aim of the study is 
to explore the relationship between organizational 
climate and organizational citizenship behavior on a 
non-supervisory staff of Bank Simpanan National in 
Malaysia. 

Significance of the Study
Organizational climate is the scope of an 

organization that is effective in an organization’s 
activities (Alagheband, 2004). Murugesan et 
al., (2013) examined the relationship between 
organizational climate and organizational citizenship 
behavior in India with software or professional’s 
employees’. Murugesan et al., (2013) indicated 
that organizational climate is not parallel to other 
industries based on the respondents’ feedback. 
In this study, the organizational climate is a better 
predictor of producing organizational citizenship 
behavior because organizational citizenship behavior 
is the key constructs to increase the effectiveness of 
organizations (Jaw et al., 2003). Mahmoudi (2013) 
said that organizational climate plays a crucial 
role in building up motivation, improving spirit, 
involving people, fostering creativity, effectiveness, 
performance, and generally knowledge-oriented 
attitude for human resource. Good working climate 
creates by effective managers where members in 
organizations can be committed and loyal to the 
work while can face all resistances and obstacles 
along the way (Dehdashti-Shahrok et al., 2012). In 
the managerial process and behavior of employees 
in different organizations (DeConick, 2011), climate 
plays an active effect where attitudes and behavior 
of employees rely on the degree of support and 
encouragement that provided to them to create 
working satisfaction among employees. An excellent 
environment is a place for work where employees 
have trust an organization’s management, and 
proud of what they are doing, and enjoying the 
communication with their colleagues. An excellent 
work climate can show in employees’ feeling in three 
situations such as (1) employees’ feeling toward 
organization’s management, (2) employees’ feeling 
toward their job and (3) employees’ feeling toward 
their colleagues. All these three characteristics 
would differentiate among work environment, good 

work environment, and excellent or ideal work 
environment. Wallace et al., (1996) have suggested 
that autonomy (Benson, 1996; MajdAzar, 2018) and 
supervisor support, positively related to organizational 
citizenship behavior (MajdAzar, 2018), while goal 
direction of organizational climate dimension also 
positively related to organizational citizenship 
behavior in the context of the banking industry in 
a recent study. The effect and consequence of the 
behaviors will effectively influence organizations; 
it might be positive or negative behaviors. But, the 
researchers are looking into the significance of the 
study instead of the problem. Generally, the issue 
that elicits from the study is poor working climate if 
employees’ have unfriendly relations with colleagues, 
disorganized task and ineffective monitoring can 
decrease employees’ performance and productivity 
in creating a poor working climate (Drive and Hill, 
2009). Negative feelings such as loss of confidence 
create when employees work in an unfriendly 
working climate that may be reluctant to engage in 
the extra-role behavior. So that, managers’ who have 
positive behaviors spread among employees in the 
organization that underpin the positive effects of 
negative behaviors at the workplace in reason to avoid 
the effects of negative behaviors on organization’s 
performance and effectiveness, as well as fulfilling 
employees’ social responsibility (Emami and Abbasi, 
2011). In contradiction to this setting, the researchers 
examined the relationship between organizational 
climate and organizational citizenship behavior to 
find the contribution of these two variables in the 
context of the banking industry.

Organizational climate
Organizational Climate is a very widespread area 

for research in the field of industrial and organizational 
psychology. The organizational climate is to some 
extent like the personality of a person that makes 
him distinct from others. Similarly, each organization 
has its own unique organizational climate that 
differentiates it from other organizations. Essentially, 
the organizational climate depicts a person’s 
perception of the work climate to which they belong to 
(Subramani et al., 2015). Organizational climate terms 
to describe personal feelings or work environment in 
their studies of organizations. Researcher found that 
diverse groups had distinctively different perceptions 
about their surroundings (Iqbal, 2011). In fact, it 
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is one of the important constructs to understand 
human behavior and their interaction with their work 
environment (Suguna, 2014). Organizational climate 
has been defined and presented in the literature 
in many different ways. For instance, Litwin and 
Stringer (1968), as cited in (Akanni and Ndubueze, 
2017) defined organizational climate as: “the set of 
measurable properties of the work environment 
that is either directly or indirectly perceived by the 
employees who work within the organizational 
environment that influences and motivates their 
behavior”. Pritchard and Karasick (1973) defined as 
a: “relatively enduring quality of an organization’s 
internal environment, distinguishing it from other 
organizations, which a) results from the behavior and 
policies of members of the organization, especially 
in top management, b) is perceived by members of 
the organization, c) serves as a basis for interpreting 
the situation and d) acts as a source of pressure 
for directing activity”. Similarly, Schneider (1975) 
examines the climate and its relationship with specific 
organizational conditions, events and experiences. He 
defined the organizational climate as: “psychologically 
meaningful molar [environmental] descriptions that 
people can agree characterize a system’s practices 
and procedures”. In line with Schneider (1975), Moran 
and Volkwein (1992) explained the organizational 
climate as: “members’ perception about the extent 
to which the organization is currently fulfilling 
their expectations”. In conclusion, organizational 

factors such as policies, procedures, culture and 
structure affect the behavior (Tinti, et al., 2017) by 
assisting the individual in creating a perception of 
the organization. Through perception,  Individuals 
try to attempt to understand of their environment 
and the objects, people, and events in it varies from 
person to person because each person gives his/her 
meaning to stimuli (Elnaga, 2012). Hence, a positive 
perception about the organizational climate is helping 
to improve satisfaction (Ghavifekr and Pillai, 2016), 
better human relations (Cummings and Worley, 
2015), enhance organizational commitment (Iqbal, 
2011), higher productivity and decrease turnover 
(Berberoglu, 2018). Therefore, the organizational 
climate is best defined as relatively permanent nature 
of the organization’s internal environment, which is 
a) perceived by organization members b) influencing 
their behavior, and c) can be defined with nominal 
values consist of a certain set of properties of the 
organization (Tagiuri and Litwin, 1968).

Organizational Climate and its Dimensions 
The above discussion highlights the definitions and 

view of Organizational Climate (OC) from different 
perspectives. Similarly, in literature, it appears that 
there is no consensus on dimensions of OC because 
researchers explore diverse types of dimensions to 
review organizational climate. The summary of the 
OC dimension is shown Table 1.

In the current study, the following dimensions 
Table 1: Summary of Major Contributors to the Dimensions of Organizational Climate 

 (Authors’ Construct, 2018) 
 

   (Kahn, Wolfe, 
Quinn, Snoek, and 

(Tagiuri and 
Litwin, 1968) 

(Litwin and 
Stringer, 

(Schneider and 
Batlett, 1968) 

(Pritchard and 
Karasick, 1973) 

(Koys and 
Decotis, 1991) 

(Martins and 
Martins, 2001) 

Rule orientation  The sense of goal 
direction  Structure  Management 

Support  Autonomy  Support/Sincerity  Autonomy 

Nature of 
Subordinates 

Autonomy/ 
Empowerment  Responsibility  Management 

Structure  Conflict/Cooperation  Pressure  Cohesion 

Closeness of 
supervision 

Working with 
Supervisor  Warmth  The concern of 

new employees  Social relationships  Cohesion  Trust 

Promotion of 
achievement 
orientation 

Co‐operative and 
pleasant people 

Support 
 

Intra agency 
conflict  Structure  Intrinsic 

recognition  Pressure 

  Profit‐minded, 
and sales oriented  Tolerability  Agent 

independent  Rewards  Impartiality  Support 

    Risk  General 
satisfaction 

Performance‐based 
rewards  Trust  Recognition 

    Standard    Status polarization  Openness  Fairness 
    Rewards    Flexibility    Innovation 
    Conflict    Decision centralization     
 

     
Achievement 

orientation of the 
organization 

   

        Supportiveness     

Table 1. Summary of Major Contributors to the Dimensions of Organizational Climate  (Authors’ Construct, 2018)
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have been adopted from Tagiuri and Litwin (1968); 
a)	 Supervisory Support:   “The perceived supervisory 

support (PSS) refers to employee views concerning 
the extent to which  supervisor  value employees› 
contributions, and care about their well-being” 
(Tuzun and Kalemci, 2012). It affects employee’s 
perception towards the organization and leads 
for employees to high commitment through job 
satisfaction and motivation.

b)	 Autonomy:  “The perception of self-determination 
with respect to work procedures, goals and 
priorities” (Martins and Martins, 2001).  

c)	Goal direction: “Practices related to providing a 
sense of direction or purpose of their jobs, setting 
of objectives, planning and feedback” (Tagiuri and 
Litwin, 1968).

Organizational Citizenship Behavior 
The organizational citizenship behavior (OCB) 

is a behavior that is above and beyond one’s job 
requirement. This is a person’s voluntary commitment 
and not required from organizational members but 
essential for organizational effectiveness (George 
and Jones, 2008). According to George and Jones 
(2008) some of the examples of OCB include: 
“helping co-workers; protecting the organization 
from fire, theft, vandalism and other misfortunes; 
making constructive suggestions; developing one’s 
skills and capabilities and spreading goodwill in the 
larger community”. Similarly, Beauregard (2012) 
observed that superiors engaged in high OCB are very 
cooperative, supportive and compassionate in solving 
the subordinate’s problems and understanding their 
working relationships. To understand how OCB 
occurs at the workplace, Greenberg and Baron (2008) 
identified a few factors involved in engaging in OCB, 
they are presented below:  
1.	People’s perception that they are being treated 

fairly by their organizations is a critical factor.
2.	When people hold good relationships with their 

supervisors.
3.	Personality characteristics also are linked to OCB. 

Specifically, individuals who are highly conscientious 
and empathetic are inclined to engage in OCB. 
The concept of OCB was introduced the first time in 

the paper of Barnard and Katz (Oge and Erdogan, 2015) 
and expanded by Subramani et al., (2015). According 
to Organ (1988), OCB is defined as: “individual 
behavior that is discretionary, not directly or explicitly 

recognized by the formal reward system and that in 
the aggregate promotes the effective functioning of 
the organization”. Similarly, MacKenzie et al., (1998) 
defined OCB as: “discretionary behavior on the part 
of an employee that directly promotes the effective 
functioning of the organization, independent of the 
employee’s objective productivity”. Pickford and Joy 
(2016) describe OCB as a: “wide range of individual 
actions that go beyond assigned tasks, often for 
the benefit of the organization – and that may be 
motivated by personal aspirations”. Based on the 
above definitions of OCB by (Organ, 1988; Mackenzie 
et al., 1998; Pickford and Joy, 2016) the three critical 
aspects that are essential to OCB are as follows: 
1.	Firstly, OCBs are thoughts of as discretionary 

behavior, which are not part of the job description, 
and are performed by the employee as a result of 
personal choice. 

2.	Secondly, OCBs go above and beyond that which is 
an enforceable requirement of the job description. 

3.	Finally, OCBs contribute positively to overall 
organizational effectiveness. 
In conclusion, organizational citizenship behavior 

is stated as behavior that employees display without 
expecting any rewards in return and not held for 
punishment if it does not comply, not incorporated in 
the job descriptions and task definitions. An in terms 
of its results, it contributes to the employees and the 
organization positively (Huang and You, 2011). 

Organizational citizenship behavior and its dimensions 
There are certain factors that can contribute 

to the determination of organizational citizenship 
behavior (OCB). However, the dimensions suggested 
and explored by Denis W Organ are widely accepted, 
namely Altruism, Conscientiousness, Civic virtue, 
Courtesy and Sportsmanship (Organ, 1988; Podsakoff 
et al., 2014) but the factors that have been researched 
in the literature to have a significant relationship 
with OCB, are the first three that is Altruism, 
Conscientiousness, and Civic Virtue (Borman et al., 
2001). The dimensions used by Organ (1988) are 
discussed in Table 2 along with a description.

Organ (1988) suggested five-dimension taxonomy; 
however, Williams and Anderson (1991) distinguished 
them into two broad groups: OCB-I (individuals; 
comprising altruism and courtesy) and OCB-O 
(the organization, comprising the remaining three 
dimensions i.e. conscientiousness, sportsmanship 
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and civic virtue). In this study, the following OCB-I and 
OCB-O as dependent variables. 

Empirical Studies 
The relationship between organizational climate and 
organizational citizenship behavior

Number of studies has been presented in the 
literature to investigate the relationship between 
organizational climate (OC) and organizational 
citizenship behavior (OCB). Lewin’s field theory of 
organizational climate posits that organizational 
climate can influence the perceptions that employees 
have about their roles and expectations. Hence, 
a positive work climate influences employees’ 
attitudes and behaviors in a positive manner, which 
in turns nurtures organizational citizenship behavior 
among its employees. This relationship is further 
explained by the Social Exchange theory (SET) 
(Podsakoff and Mackenzie, et al., 2014), which states 
that when the organization does something good 
for their employees, employees try to give back to 
their organization and exhibit OCB (Konovsky and 
Pugh, 1994). Most research findings maintained the 
notion that a supportive and positive organizational 
climate predicts OCB in organizations. For instance, 
a study conducted by Akanni and Ndubueze (2017) 
in the industrial sector, investigated the relationship 
between organizational climte and organizational 
citizenship behavior among employees of selected 
private companies in southern-eastern Nigeria. 
The study revealed that OC significantly (r=0.34, 

p<0.01) predicted OCB.  In another study, Subramani 
et al., (2015) conducted a research on the Indian 
auto industry. They found that the organizational 
climate is having a positive impact on organizational 
citizenship behavior and its components (altruism, 
courtesy, sportsmanship, conscientiousness and 
civic virtue) through structural equation modelling 
approach. Similarly, Gheisari and Sheikhy, et al., 
(2014) conducted a study to explore the relationship 
between dimensions of organizational climates and 
other variables such as organizational commitment, 
job involvement and OCB. By applying structural 
equations and Pearson correlation coefficients, 
they found statistically significant relationships 
between OC and OCB and vice versa. The relationship 
between OC and OCB in the education sector 
have also been documented. In Iran, for example, 
Pozveh and Fariba (2017) examined the relationship 
between OC and OCB of the staff members in 
the department of education in Isfahan city. The 
results of the study reveal that there is a direct and 
significant relationship (r= 0.44, p<.0.01) between 
organizational climate, its dimensions and OCB. In an 
exploratory study performed in the education sector 
in Pakistan regarding the link between OC and OCB,  
Farooqui (2012) identified that the dimensions of the 
OC were found to be significantly related to OCB and 
interestingly gender had also an explanatory power 
towards OCB. Similarly, Cohen and Keren (2010) 
investigated the relationship between organizational 
climate and organizational citizenship behavior of 

Table 2: Dimensions of organizational citizenship behavior  
 

Dimension  Description  Examples 

Altruism  Voluntary actions that help a fellow employee 
in work‐related problems  

 Helping a co‐worker with a project;  
 Switching vacation dates with another person 
 Volunteering  

Civic virtue  
Voluntary participation in, and support of 
organizational functions of both a professional 
and social nature  

 Attending voluntary meetings and functions  
 Reading memos 
 Keeping up with new information  

Conscientiousness  A pattern of going well beyond minimally 
required role and task requirements 

 Never miss a day of work  
 Coming to work early if needed 
 Not spending time on personal calls  

Courtesy  
The discretionary enactment of thoughtful and 
considerate behavior that prevent work‐
related problems for others.  

 “Turning the other cheek” to avoid problems  
 Not “blowing up” when provoked  

Sportsmanship 

Willingness to tolerate the inevitable 
inconveniences and impositions that result in 
an organization without complaining and doing 
so with a positive attitude.  

 Making do without complaint – “Grin and bear it” 
 Not finding fault with the organization 

 

   

Table 2. Dimensions of organizational citizenship behavior 
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teachers in the Israel context. The analysis showed 
that the data supported the link between OC and 
OCB. Their study also revealed that OC, particularly 
perceptions about the principals’ leadership style, 
made a unique and significant contribution to the 
understanding of OCB. The link between OC and OCB 
has been evaluated in the healthcare sector. In Turkey 
context, Oge and Erdogan (2015) carried out a study 
to examine the relationship between organizational 
climate and organizational citizenship behavior in 
relevant institutions and organizations operating in 
the health sector in Turkey. The findings of this study 
show that there is a statistically significant relationship 
between dimensions of the OC and subscales of 
OCB.  In another study by Obiora and Okpu (2015) 
as cited in Akanni and Ndubueze (2017) conducted 
a study among employees in the hospitality industry 
in Nigeria. A limited number of studies have also 
been conducted in the banking sector to examine 
the relationship between organizational climate and 
organizational citizenship behavior. Agyemang (2013) 
conducted a study to examine workers’ perception of 
their work environment and the extent to which they 
go forward to perform unassigned and not required 
roles in the organization. Analysis of the results 

reveals that employees’ perception of organizational 
climate positively influenced (r= 0.27, p<0.01) OCB in 
the Ghanian context. It means that the OCB enhances 
when employees perceive their organizational 
climate is supportive and favourable and vice versa. 
In another study conducted on the commercial 
banking sector in the Lebanese context, Maamari and 
Messarra (2012) found that organizational climates 
had a significant and positive effect on organizational 
citizenship behavior dimensions.

Conceptual framework 
The conceptual framework: Linking the relationship 

between organizational climates with organizational 
citizenship behavior is shown in Fig. 1.

The conceptual framework has designed especially 
to explain how to relate these two variables in the 
banking industry of the 21st century that operates 
in a competitive environment with changing 
conditions and unpredictable economic climate 
(Barclays bank of Kenya, 2015). Drawing on the 
above rationale framework, employees’ must have 
a healthy working climate to progress all the power 
due to having greater efficiency and a better working 
environment (Gonzalez et al., 2006).  The framework 

 
Fig 1: Conceptual framework: Linking the relationship between organizational climates and organizational 

citizenship behavior of the non‐supervisory staff in the Bank Simpanan National, Malaysia 
 

Fig. 1. Conceptual framework: Linking the relationship between organizational climates and organizational 
citizenship behavior of the non-supervisory staff in the Bank Simpanan National, Malaysia
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proposed organizational climate can globally predict 
organizational citizenship behavior. Based on the 
framework, the organizational climate has been 
conceptualized at individual and organizational levels 
of analysis. The incremental role of organizational 
climate strength over climate quality in explaining 
OCB-individual and OCB-organizational to provide 
a better environment in helping employees and 
organization one another beyond their required 
work duties (Vasudevan et al., 2017). Organizational 
citizenship behavior has a great influence on 
employees’ performance and effectiveness in the 
organizational context (Yulianti, 2014) as cited in 
(Vasudevan et al., 2017). So as OCB conceptualized 
as positive behavior and willingness to exert energy 
for the success of the organization. Managers’ 
citizenship behavior includes helping coworkers 
with work-related problems, not complaining about 
trivial problems, behaving courteously to coworkers, 
and speaking approvingly about the organization 
to outsiders showed employees’ interest in and 
connection to an organization (Huang et al., 2012) as 
cited in (Vasudevan et al., 2017). At the workplace, 
organizational climate is essential to be appeared 
and related to OCB because work climate can 
influence employees’ work behavior. Organizational 
climate has positively linked too many behavioral 
outcomes such as organizational citizenship behavior 
(Vasudevan et al., 2017), commitment and job 
satisfaction, leadership behaviors, job performance, 
productivity, and quality of workgroup interaction 
(Bhaesajsanguan, 2010; Castro and Martins, 2010). 
Studies on the OCB’s construct in Nigeria have 
focused on government-owned enterprise (Ehigie 
and Otukoya, 2007), banking sector (Nwankwo et al., 
2013), tertiary institutions (Ucho and Atime, 2013; 
Itiola et al., 2014), and hospitality industry (Obiora 
and Okpu, 2015). The framework has been related 
to the field of behavior theory, social exchange 
theory and P-E fit theories that provide insights into 
how organizational climate relates to organizational 
citizenship behavior. In an organization, a high level of 
OCB required to become an attractive environment 
to work. P-E fit theories can improve the actual 
environment is likely to enhance employees’ 
attitudes and behaviors. According to Harrison 
(1978) and Yang et al. (2008), the actual environment 
exceeds individuals’ preferences when it is a misfit 
(e.g. actual job autonomy is greater than preferred 

job autonomy) employees’ attitudes may continue 
to develop positively and start to develop negatively. 
While the P-E fit theory influences individuals’ 
attitudes and behaviors (Kristof-Brown et al., 2005) 
and is widely accepted external variables influence 
individuals’ behaviors through shaping attitudes 
(Fishbein and Ajzen, 1975; Glasman and Albarracín, 
2006). Therefore, P-E fit theory influences employees’ 
attitude, which in turn influences their knowledge 
contribution behavior. Thus self-determination theory 
relates to the variables propose as well because 
it addresses what energizes peoples’ behavior to 
move into action and how their behavior is regulated 
in the various domains of their working place and 
managing people in lives (Deci and Ryan, 2015). The 
framework proposes field of behavior theory and 
P-E fit theory because it relates to the organizational 
climate. Robbin and Judge (2015) indicated that the 
shared perceptions of organizational members about 
the working climate and organization can affect 
everyone’s feelings and behavior in organizations 
cause a positive working climate while linked to high 
levels of employees’ performance and citizenship 
behavior. Social exchange theory is a suitable theory 
to link to the organizational citizenship behavior. 
Three theories incorporated to present the research 
framework for this study. These are ‘field theory 
of behavior’ and ‘person-fit environment’ for 
organizational climate and ‘Social Exchange Theory 
(SET)’ for organizational citizenship behavior. The 
field theory of behavior is a conceptual model 
developed by Lewin et al. (1939) as cited in (Musah et 
al., 2016), which examines the pattern of interactions 
between the environment and the human behavior. 
In other words, the field theory of behavior suggests 
that how the employees feel about the organizational 
atmosphere in which they work (Musah, et al., 2016). 
The theory is expressed in the form of Eq 1. 

B= f (P, E)            				               (1)

Where, B= Behavior, P= person and E= environment
Lewin’s field theory of behavior reiterates that 

behavior is an outcome of the interaction between 
a person and environment and they all depend on 
each other (Shintri and Bharamanaikar, 2017).  The 
relationship among the three variables has also been 
examined by many studies across diverse fields such as 
education, behavioral science, and management and 
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their findings are consistent with Lewin’s observation. 
Studies have also indicated that one’s beliefs about 
others can become a key situational factor influencing 
their behavior (Weisbord, 2004). The field theory 
suggests that individual behavior is influenced by how 
one perceives and reacts to the environment provided 
by the organization (Munidi and K’Obonyo, 2015). 
Hence, organizational climate, according to Iqbal (2011) 
is a: “perceived environment in which an individual’s 
and organization’s expectations are met”. The second 
theory reviewed for this study was the social exchange 
theory for OCB.  This theory has one of the best 
frames to explain the OCB of employee (Organ 1990).  
The theory assumes that humans are instrumentally 
motivated in their relationships with others. When 
individuals provide assistance or support to others, 
another party in the relationship has something to 
contribute in returns (Talebloo et al., 2015). Similarly, 
individuals with a good perception of their organization 
and feel that organization treats them fair, behave in 
ways to benefit the organization and co-workers and 
show their commitment to their organization (Mahooti 
et al., 2018). In conclusion, Organ (1988) as cited in 
(Agyemang, 2013) proposed a social exchange between 
the employees and the organizations as: whereby 
employees perform citizenship behavior to reciprocate 
the fair treatment offered by the organization”.  The 
third theory reviewed for this study was the Person-
Environment Fit Theory in this study become the main 
attention that helps to relate organizational climate 
on organizational citizenship behavior thus this theory 
allows employees’ to go an extra-miles in performing 
the tasks in organizations. Studies determined that the 
P-E fit theory (the person and the environment) were 
an important predictor of work-related outcomes 
such as organizational citizenship behavior (extra-
role behavior) (Su et al., 2015). So as the outcomes of 
P-E fit involves the changes in personal (employees) 
and the organizational values. The Field of theory 
and Person-Environment fit theory can be applicable 
to a developing country such as Malaysia (Lewin et 
al, 1939; Ahmad and Khairuddin, 2003) to relate the 
construct in this study. 

MATERIALS AND METHODS

Sample and Sampling Procedure
The purposive or judgment sampling used 

for the aim of achieving the research objectives 
and hypotheses. The researchers distributed the 

questionnaire via online by getting permission from 
the Human Resource Manager of Bank Simpanan 
National who has authority to give the access among 
the non-supervisory staff of Bank Simpanan National 
(BSN). One hundred (100) questionnaires were found 
usable for the aim of this study.

Data Collection
A self-administered questionnaire used in this 

study. In the online questionnaire, researchers have 
indicated the aim of the study. The questionnaire was 
prepared in English version to facilitate respondents 
in answering the questionnaires.

Measurement 
The questionnaire comprised of three parts: i) 

demographic of the respondents, ii) measurement 
values of OCBO (Cronbach’s alpha = 0.865) and OCBI 
(Cronbach’s alpha = 0.903), and iii) measurement 
values of autonomy (Cronbach’s alpha = 0.352), 
supervisory support (Cronbach’s alpha = 0.930) and 
goal direction (Cronbach’s alpha = 0.405). All subset 
scales found to have high internal consistency in the 
present study as the Cronbach’s alphas recommended 
at the level of 0.7 (Nunnally, 1978).

Organizational Climate
Autonomy, supervisory support, and goal 

direction measured by using 12 items that adapted 
from Patterson et al., (2005). Four items from each 
dimension were employed and revised to examine 
the organizational climate. Respondents’ were asked 
to indicate the level of agreement for each statement 
by using a 7-point Likert scale where 1= strongly 
disagree and 7 = strongly agree.

Organizational Citizenship Behavior 
OCBO and OCBI behaviors were measured by using 

16 items that adapted from Lee and Allen (2002). Eight 
items were engaged to examine OCBO. The other eight 
items were employed to examine OCBI. Respondents’ 
were asked to indicate the level of agreement for each 
statement by using a 7-point Likert scale where 1 = 
strongly disagree and 7 = strongly agree.

RESULTS AND DISCUSSION

The Pearson correlation coefficient used to 
evaluate the direction of the relationship among 
organizational climate (autonomy, supervisory 
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Table 3: Respondents' demographic profile 
 

Demographics   Number of respondents 
(N) 

Percentage  
(%)  

Gender     
Male  52  52.5 
Female  47  47.0 
Age 
21‐25 
26‐30 
31‐35 
36‐40 
41‐45 
46‐50 
51 and above 

 
10 
26 
17 
12 
19 
11 
5 

 
10.0 
26.0 
17.0 
12.0 
19.0 
11.0 
5.0 

Ethnic group 
Malay 
Chinese 
India 
Others 
 
Marital status 
Single 
Married 
Others 
 
Education 
SPM 
Diploma / A‐Level 
Degree / Professional 
certificate 
Post Graduate 
 
Year of service 
Less than 2 years 
2‐5 years 
6‐10 years 
More than 10 years 

 
87 
8 
4 
1 
 
 

31 
69 
0 
 
 

12 
22 
56 
10 
 
 

26 
30 
17 
27 

 
87.0 
8.0 
4.0 
1.0 
 
 

31.0 
69.0 
0.0 
 
 

12.0 
22.0 
56.0 
10.0 
 
 

26.0 
30.0 
17.0 
27.0 

 
Year of service with 
subordinate 
Less than 6 months 
2 – 5 years 
6 – 10 years 
More than 10 years 
 
Occupation 
Senior executive 
Junior executive 
Others 
 
Income 
Less than RM2000 
RM2000‐RM3000 
RM3001‐RM4000 
RM4001‐RM5000 
RM5001‐RM6000 
More than RM6001 

 
 

23 
65 
7 
5 

 
 

30 
29 
41 
 
 
2 
23 
17 
19 
3 
36 

 
 

23.0 
65.0 
7.0 
5.0 

 
 

30.0 
29.0 
41.0 

 
 

2.0 
23.0 
17.0 
19.0 
3.0 
36.0 

 

   

Table 3. Respondents’ demographic profile
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support, and goal direction) and organizational 
citizenship behavior (OCBI and OCBO) in this study. 
The multiple regressions were employed to test 
the variance in OCBI and OCBO, which attribute to 
organizational climate.

Profile of respondents
Out of 172 responded participants’, 100 

questionnaires were fully accepted via email and 
were used in this study. The sample collected 52% 
of males and 47% of females. The response rate 
for gender was 99%. All of the respondents’ were a 
non-supervisory staff of Bank Simpanan National. 
The highest respondents’ represented 26% at aged 
26-30. The aged 41-45 represented 19%, lowest 
participants’ at aged 51 and above represented 5%. 
Other respondents’ demographic profile can be 
referred to Table 3.

Correlation analysis 
A correlation analysis conducted between the 

organizational climate variables (independent 
variables) and the OCB variables (dependent 
variables). A significance of the Pearson correlation 
coefficients calculated for pair variables, it was based 
on the acceptance and rejection of the research 
hypotheses. The test of the correlation performed 
for every independent variable with the dependent 
variables. Table 4 shows the SPSS output of the 
Pearson correlation tests of all the items by identifying 
as autonomy, supervisory support and goal direction 
toward OCBI and OCBO.         

H1: There will be a significant positive relationship 
between organizational climate dimension autonomy 
and OCB.

A positive relationship would exist between 
autonomy and OCB, but the result of the correlation 

indicates that there is no correlation and significant link 
between autonomy and OCB (r = 0.063) which means 
these two variables do not lead to OCB. Previous 
studies (Bakker et al., (2004); Cohen and Kol, 2004) 
found that there is no significant correlation between 
job autonomy and OCB. Even though several studies 
have examined the relationship between autonomy 
and OCB using the self-determination theory (Gagne 
and Deci, 2005) but still, this relationship does not 
prove a significant relationship among these two 
variables. Thus, H1 is rejected. 

H2: There will be a significant positive relationship 
between organizational climate dimension 
supervisory support and OCB.

Supervisory support positively relates to OCB 
in this study. The result of the correlation indicates 
that there is a significant correlation associated 
between supervisory support and OCB at the 0.05 
level (r = 0.214). Previous studies (Podsakoff et al., 
2000; Podsakoff et al., 1996a; LePine et al., 2002) 
have demonstrated that high supervisory support 
can increase employees’ OCB and it has established a 
positive correlation between supervisory support and 
OCB which means supervisory support is normally 
helpful in nurturing employees’ OCB.  Thus, H2 is 
accepted.

H3: There will be a significant positive relationship 
between organizational climate dimension goal 
direction and OCB

The goal direction is positively relates to OCB 
but the result showed that there is no significant 
correlation between goal direction and OCB (r = 
0.162). This means that goal direction is not normally 
helpful in fostering employees’ OCB. Thus, H3 is 
rejected. 

H4: There will be a significant positive relationship 
between organizational climate and OCB

Table 4: Correlation Matrix for all constructs 
 

  Autonomy  Goal 
direction 

Supervisory 
Support  OCL  OCB  OCBI  OCBO 

Autonomy  1             
Goal direction  .411**  1           
Supervisory 
support  .231*  .354**  1         

OCL  .633**  .757**  .795**  1       
OCB  .069  .160  .214*  .214*  1     
OCBI  .063  .073  .214*  .192  .902**  1   
OCBO  .075  .230  .152  .207*  .809**  .607**  1 

                                 Note: ** Correlation is significant at the 0.01 level (2‐tailed).  
                                             *Correlation is significant at the 0.05 level (2‐tailed). 
   

Table 4. Correlation Matrix for all constructs
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Organizational climate and citizenship behavior

A positive relationship exists between 
organizational climate and OCB in this study. It 
reveals that a positive organizational climate creates 
an environment which delivers the service with high 
quality (Perry et al., 2005). This study showed that 
the result significantly correlated at 0.05 level with a 
positive relationship between organizational climate 
and OCB (r = 0.214). Even the relationship between 
organizational citizenship behavior and organizational 
climate showed a positive relationship. This means 
the organizational climate is important for employees 
to work efficiently and go beyond of extra miles in 
fostering their citizenship behavior in organizations. 
Thus, H4 is accepted.

H5: There will be a significant positive relationship 
between organizational climate and OCB- I

These two variables positively relate to OCBI 
but there is no significant correlation between 
organizational climate and OCBI. The result displayed 
that organizational climate does not exist a significant 
relationship with organizational citizenship behavior- 
Individual. The correlation result showed 0.192 
between organizational climate and OCBI. The finding 
showed that a poor working climate, unfriendly 
relations with colleagues, disorganized task and 
ineffective monitoring, prevent employee performance 
and productivity can create a poor climate (Drive et al., 
2009). Thus, H5 is rejected.

H6: There will be a significant positive relationship 
between organizational climate and OCB-O

The findings showed that a positive relationship 
exist between organizational climate and OCBO. This 
study reveals that organizational climate does exist 
a significant relationship with OCBO (r = 0.207). The 
significant correlation shows a positive environment 
occurred in organizations that help employees to work 
harmony. Thus, H6 is accepted.

The result displayed the correlation relationship 
at 0.5 above and it means the dimensions of 
organizational climate and OCB indicated applicable 
variables in organizations. Overall, the organizational 

climate was significantly correlated (r = 0.207) between 
organizational citizenship behavior (OCBO) were 
significantly correlated (r = 0.207), but the current 
findings did not support significantly to the OCBI 
(r = 0.192). The organizational climate dimensions 
(supervisory support) significantly correlated with 
OCB (r = 0.214) in Table 4. The outcomes of this 
study suggest that autonomy, supervisory support, 
and goal direction, organizational climate influence 
organizational citizenship behavior. This study sheds 
positive light towards increasing employee’s OCB. 
Organizational climate needs in determining the 
employees’ behavior in an organization because 
employees required going beyond and working extra 
miles by creating better citizenship behavior. Table 
5 displayed the summary of findings and results of 
hypothesis for study variables.

Based on the findings (Table 4), autonomy is 
positively related to OCB (r = 0.063), but the hypothesis 
showed rejected. This result indicates that employee’s 
in organizations fail to support autonomy that would 
likely to exhibit a lower OCB (Roche and Haar, 2013). 
The lack of self-determination theory to link to the 
OCBs (autonomy) should be taken into consideration 
in the future study to ensure that the rejected result 
changes to the positive result. Self-determination 
theory is a motivation theory that maintains individual 
to a pursuit of autonomy, challenge and enhances the 
individual and well-being behavior (Deci and Ryan, 
2000; Greguras and Diefendorff, 2009, 2010; Ryan 
and Deci, 2008; Vansteenkiste et al., 2007). Therefore, 
the current study also indicate a positive relationship 
between organizational climate and organizational 
citizenship behavior (r = 0.214). This finding is consistent 
with previous results (Maamari and Messarra, 2012) in 
the banking context with supported by field of behavior 
theory (Lewin et al., 1939), social exchange theory 
(Organ, 1990) and P-E fit theory (Kristof-Brown et al. 
2005). Nevertheless, the current study also displayed 
a positive relationship between organizational climate 
and OCBO (r = 0.207). Organizational climate influences 

Table 5: Summary of the study variables 
 

No.  Variable Relationship                  Hypothesis  Decision 
1.  Autonomy  → OCB  Autonomy positively relates OCB  Rejected 
2.  Supervisory support → OCB  Supervisory support positively relates OCB  Accepted 
3.  Goal direction → OCB  Goal direction positively relates OCB  Rejected 
4.  OCL → OCB  OCL positively relates OCB  Accepted 
5.  OCL → OCBI  OCL positively relates OCBI  Rejected 
6.  OCL → OCBO  OCL positively relates OCBO  Accepted 

 
 

Table 5. Summary of the study variables
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the organization members when handle the different 
situation where it creates a comfort and harmony 
zone in the workplace (Vasudevan and Mahadi, 2017). 
Previous studies (Podsakoff et al., 1996b) have proven 
that employees who get higher levels of supervisory 
support from managers/supervisors/leaders are more 
likely to display more OCB. 

Limitations and future research  
Firstly, this study has relied on a purposive sample 

or judgmental sampling due to difficulties in accessing 
a random sample from the Bank Simpanan National, 
Malaysia. Although judgmental sampling is a common 
approach followed by many researchers in the social 
sciences (Malhorta, 2007), yet it does not allow direct 
generalizations to a specific population. However, 
this study has controlled for a comprehensive set of 
organizational variables to improve the reliability of 
the results. Nevertheless, the authors recommend 
repeating this study using a random sampling 
approach when possible. Furthermore, the study 
gained a reasonable sample size (n = 100) for analysis, 
future studies are advised to increase the sample 
size in order to increase the reliability of the results 
attained. Thirdly, the study relied only on the selected 
dimension of OC and examined their relationship 
with OCB. Therefore, future studies should include all 
the dimensions of the OC to capture the big picture 
of the relationships. Lastly, as with most studies in 
the literature, researchers followed a cross-sectional 
study design which may not always provide definite 
information about the direction of the relationship 
between the study variables despite the evidence 
presented here. Future researchers are advised 
to follow a longitudinal study design along with 
deployment of the triangulation method to strengthen 
the results.

CONCLUSION

The objective of this study was to investigate the 
relationship between organizational climate (OC) 
and organizational citizenship behavior (OCB) on a 
non-supervisory staff of Bank Simpanan National in 
Malaysia. It examined the relationship between OC 
dimensions (Autonomy, Supervisory support and Goal 
direction) and OCB dimensions (OCB-I and OCB-O). The 
outcome of this study indicated that OC has a direct and 
significant effect on OCB. In this study, organizational 
climate dimensions (Autonomy, Supervisory support 

and Goal direction) and OCB dimensions (OCB-I and 
OCB-O) were also examined. Among three climate 
dimensions (autonomy, goal direction, and supervisory 
support) only one of them was (supervisory support) 
related to OCB. The study concluded that organizations 
with a positive climate enjoy more extra-role behavior 
from employees. This finding is consistent with previous 
studies (MacKenzie et al., 1998; Akanni and Ndubueze, 
2017), who found that employees with higher levels 
of supervisory support from top management are 
more likely display more OCB. The findings of this 
study have some managerial implications with 
regard to the existing literature on OC. In light of the 
above-mentioned results, top authorities of the Bank 
Simpanan National need to recognize the importance 
of their organizational climate. Top authorities of the 
Simpanan National Bank need to create a positive 
climate that provides autonomy and goal direction to 
their employees. 

ACKNOWLEDGEMENT 

The authors would like to grab this opportunity to 
express a deep thankfulness to encourage authors’ in 
accomplishing this kind of research paper that shares 
the author’s opinion and recommendation when 
pursuing their research work. The writers are very 
appreciative and thankful to the editorial office and 
the committee members for their efforts and time 
during the assessment procedure.

CONFLICT OF INTREST

The authors declare that there is no conflict of 
interests regarding the publication of this manuscript. 
In addition, the ethical issues, including plagiarism, 
informed consent, misconduct, data fabrication and/
or falsification, double publication and/or submission, 
and redundancy has been completely observed by 
the authors.

REFERENCES
Ahmad, K.Z.; Khairuddin, M.M., (2003). Person-environment fit 

perceptions and satisfaction at work. Malay. Manage. J., 7(1): 
35-46 (14 pages). 

Agyemang, C. B. (2013). Perceived organizational climate and 
irganizational tenure on organizational citizenship behavior: 
Empirical study among Ghanaian banks. European. J. Bus. 
Manage., 5(26): 132-143 (12 pages).

Alagheband, A., (2004). Theoretical Foundations and Principles of 
Educational Management. Ravan publication.

Anggraini, D. U.; Riady, H.; Hafid, H., (2018). The factors influencing 

http://mmj.uum.edu.my/images/pdf/vol7no1mmj/mmjvol7no13.pdf
http://mmj.uum.edu.my/images/pdf/vol7no1mmj/mmjvol7no13.pdf
http://mmj.uum.edu.my/images/pdf/vol7no1mmj/mmjvol7no13.pdf
https://www.iiste.org/Journals/index.php/EJBM/article/view/8071.
https://www.iiste.org/Journals/index.php/EJBM/article/view/8071.
https://www.iiste.org/Journals/index.php/EJBM/article/view/8071.
https://www.iiste.org/Journals/index.php/EJBM/article/view/8071.
https://www.taylorfrancis.com/books/9781134878338
https://www.taylorfrancis.com/books/9781134878338
https://doi.org/10.1051/matecconf/201815005059


300

L. Vasudevan, A. Iqbal

organizational citizenship behavior of employees in Private 
Universities in South Sumatra Province. In  MATEC Web of 
Conferences (Vol. 150, p. 05059). EDP Sciences.

Akanni, A. A.; Ndubueze, K. I., (2017). Organizational climate and 
organizational citizenship behavior of employees in selected 
private companies in South-East Nigeria. Austr. J. Org. Psychol., 
10(5): 1-6 (6 pages).

Ashkanasy, N. M.; Hartel, C., (2014). Positive and negative affective 
climate and culture: the good, the bad, and the ugly. In N. 
Ashkanasy, C. Hartel, B. Schneider, & K. Barbera (Eds.), The Oxford 
Handbook of Organizational Climate and Culture. Oxford: Oxford 
University Press. 136-152 (17 pages).

Barclays bank of Kenya., (2015). Issues that matter to international 
businesses. A quarterly newsletter, Barclays Financial Institutions 
Group –Banks team newsletter.

Bakker, A.B.; Demerouti, E.; Verbeke, W., (2004). Using the job 
demands-resources model to predict burnout and performance., 
Hum. Res. Manage., 43(1): 83-104 (22 pages).

Beauregard, T. A., (2012). Perfectionism, self-efficacy and OCB: The 
moderating role of gender. Pers. Rev., 41(5): 590-608 (19 pages).

Benson, P. (1996). Concepts of autonomy in language learning. In 
R. Pemberton et al. (eds) Taking Control: Autonomy in Language 
Learning. Hong Kong: Hong Kong University Press: 27–34 (8 
pages).

Berberoglu, A., (2018). Impact of organizational climate on 
organizational commitment and perceived organizational 
performance: Empirical evidence from public hospitals. BMC 
Health. Serv. Res., 18(1): 399.

Bhaesajsanguan, S., (2010). The relationships among organizational 
climate, job Satisfaction and organizational commitment in the 
Thai telecommunication Industry.

Borman, W. C.; Hanson, M. A.; Motowidlo, S. J.; Stark, S.; Drasgow, 
F., (2001). An examination of the comparative reliability, validity 
and accuracy of performance rating made using computerised 
adaptive rating scales. J. Appl. Psychol., 86: 965-973 (9 pages).             

Bowen, D. E.; Ostroff, C., (2004). Understanding HRM-firm 
performance linkages: the role of the ‹strength› of the HRM 
system. Acad. Manage. Rev., 29(2): 203-221 (19 pages).

Castro, M.; Martins, N., (2010). The relationship between 
organizational climate and employee satisfaction in South African 
Information and Technology Organization. SA J.  Industr. Psychol., 
36(1): 9.

Cohen, A.; Keren, D., (2010). Does climate matter? An examination 
of the relationship between organizational climate and OCB 
among Israeli teachers. Serv. Industr. J., 2: 247-263 (17 pages).        

Cohen, A.; Kol, Y., (2004). Professionalism and organizational 
citizenship behavior: An empirical examination among Israeli 
nurses. J. Manage. Psychol., 19(4): 386-405 (20 pages).

Cummings, T.; Worley, C., (2015). Organizational Development and 
Change. Stamford: Cengage Learning.

Dawson, J.F.; Gonzalez-Roma, V.; Davis, A.; West, M.A. (2008). 
Organizational climate and climate strength in UK hospitals. 
European. J. Work. Org. Psychol., 17(1): 89-111 (22 pages).

DeConick, J., (2011). The effects of ethical climate on organizational 
identification, supervisory trust, and turnover among salespeople. 
J. Bus. Res., 64(6): 617-624 (8 pages).    

Dehdashti-Shahrok, Z.; Abdul-Ali, H.; Mohammad, P. D. M., 
(2012). The relationship between climate factors and emotional 
intelligence in organizations. J. Tadbiri., 23(246): 42-50 (9 pages).

Deci, E.L.; Ryan, R.M., (2015). Self-determination theory. 
International Encyclopedia of the Social & Behavioral Sciences, 

2nd edition, 21: 486-491 (6 pages).
Drive Q.; Hill C., (2009). The capacity project “What about the Health 

Workers?”: Improving the work climate at rural facilities in Kenya, 
voices 27 January.

Ehigie, B.O.; Otukoya, O.W., (2007). Antecedents of organizational 
citizenship behavior in a government-owned enterprise in Nigeria. 
European J. Work. Org. Psychol., 14(4): 389–399 (11 pages).

Elnaga, A.A., (2012). The impact of perception on work behavior. 
Arabian. J. Bus. Manage. Rev., 2(2):. 56.

Emami, M.; Abbasi, M., (2012). Analysis of organizational citizenship 
behavior. Publisher Skhnvanvaran.

Eustace, A.; Martins, N., (2014). The role of leadership in shaping 
organizational climate: An example from the FMCG industry. SA J. 
Industr. Psychol., 40(1): 1-13 (13 pages).              

Farooqui, M. R., (2012). Measuring organizational citizenship 
behavior (OCB) as a consequence of organizational climate (OC). 
Asian J. Bus. Manage., 4(3): 294-302 (9 pages).

Fishbein, M.; Ajzen, I., (1975). Belief, attitude, intention and 
behavior: An introduction to theory and research. Reading, M.A.: 
Addison-Wesley.

Gagne, M,; Deci, E., (2005). Self-determination theory and work 
motivation. J. Org. Behav., 26(4): 331-362 (32 pages).

George, J. M.; Jones, G., (2008). Understanding and managing 
organizational Behavior. New Jersey: Pearson Education.

Gerceker, B., (2012). The relationship between organizational 
climate and information security in Healthcare Organizations. 
Dokuz Eylul University Institute of Health Sciences.

Ghavifekr, S.; Pillai, N. S., (2016). The relationship between the 
school›s organizational climate and teacher›s job satisfaction: 
the Malaysian experience. Asia Pac. Edu. Rev., 17(1): 87-106 (20 
pages).

Gheisari, F.; Sheikhy, A.; Salajghe, S., (2014). Explaining the 
relationship between organizational climate, organizational 
commitment, job involvement and organizational citizenship 
behavior among employees of Khuzestan Gas Company. Int. J. 
Applied. Operat. Res., 4(4): 27-40 (14 pages).

Glasman, L.R.; Albarracín, D., (2006).   Forming attitudes that 
predict future behavior: A meta-analysis of the attitude-behavior 
relation. Psychol. Bulletin., 132(5): 778-822 (45 pages).

Gonzalez, J.; Grazzo, T., (2006). Structural relationships between 
organizational service orientation, contact employee job 
satisfaction and citizenship behavior. Int. J. Serv. Indust. Manage, 
17(1): 23-50 (18 pages).

Greenberg, J.; Baron, R., (2008). Behavior in Organizations. New 
Jersey: Person Education.          

Greguras, G.J.; Diefendorff, J.M., (2009). Different fits satisfy 
different needs: Linking person-environment fit to employee 
commitment and performance using self-determination theory. 
J. Applied. Psychol., 94: 465–477 (13 pages). 

Greguras, G.J.; Diefendorff, J.M., (2010). Why does proactive 
personality predict employee life satisfaction and work behavior? 
A field investigation of the mediating role of the self-concordance 
model. Pers. Psycholol., 63: 539– 560 (21 pages).  

Harrison, R.V., (1978). Person-environment fit and job stress,” in 
Stress at Work, C.L. Cooper and R. Payne (eds.). New York: Wiley, 
175-205 (31 pages).        

Hajirasouliha, M.; Alikhani, E.; Faraji, A.; Kamali, S.; Aziziha, H.; 
Mousavi, S., (2014). An investigation on the role of organizational 
climate on organizational citizenship behavior.  Manage. Sci. 
Let., 4(4): 771-774 (4 pages).

Huang, C.-C.; You, C.-S., (2011). The three components of 

https://doi.org/10.1051/matecconf/201815005059
https://doi.org/10.1051/matecconf/201815005059
https://doi.org/10.1051/matecconf/201815005059
https://doi.org/10.1017/orp.2017.5
https://doi.org/10.1017/orp.2017.5
https://doi.org/10.1017/orp.2017.5
https://doi.org/10.1017/orp.2017.5
https://espace.library.uq.edu.au/view/UQ:334345
https://espace.library.uq.edu.au/view/UQ:334345
https://espace.library.uq.edu.au/view/UQ:334345
https://espace.library.uq.edu.au/view/UQ:334345
https://espace.library.uq.edu.au/view/UQ:334345
http://www.cmarcp.or.ke/index.php/banking/barclays-bank/3133-2015-136/file
http://www.cmarcp.or.ke/index.php/banking/barclays-bank/3133-2015-136/file
http://www.cmarcp.or.ke/index.php/banking/barclays-bank/3133-2015-136/file
https://www.researchgate.net/publication/227602274_Using_the_Job_Demands-Resources_Model_to_Predict_Burnout_and_Performance.
https://www.researchgate.net/publication/227602274_Using_the_Job_Demands-Resources_Model_to_Predict_Burnout_and_Performance.
https://www.researchgate.net/publication/227602274_Using_the_Job_Demands-Resources_Model_to_Predict_Burnout_and_Performance.
https://www.emeraldinsight.com/doi/10.1108/00483481211249120.
https://www.emeraldinsight.com/doi/10.1108/00483481211249120.
http://citeseerx.ist.psu.edu/viewdoc/summary?doi=10.1.1.473.4757.
http://citeseerx.ist.psu.edu/viewdoc/summary?doi=10.1.1.473.4757.
http://citeseerx.ist.psu.edu/viewdoc/summary?doi=10.1.1.473.4757.
http://citeseerx.ist.psu.edu/viewdoc/summary?doi=10.1.1.473.4757.
https://bmchealthservres.biomedcentral.com/articles/10.1186/s12913-018-3149-z
https://bmchealthservres.biomedcentral.com/articles/10.1186/s12913-018-3149-z
https://bmchealthservres.biomedcentral.com/articles/10.1186/s12913-018-3149-z
https://bmchealthservres.biomedcentral.com/articles/10.1186/s12913-018-3149-z
http://www.gcasa.com/%20conferences/singapore/papers_in_pdf/wed/Sangu.pdf.
http://www.gcasa.com/%20conferences/singapore/papers_in_pdf/wed/Sangu.pdf.
http://www.gcasa.com/%20conferences/singapore/papers_in_pdf/wed/Sangu.pdf.
https://www.ncbi.nlm.nih.gov/pubmed/11596812.
https://www.ncbi.nlm.nih.gov/pubmed/11596812.
https://www.ncbi.nlm.nih.gov/pubmed/11596812.
https://www.ncbi.nlm.nih.gov/pubmed/11596812.
https://www.jstor.org/stable/20159029
https://www.jstor.org/stable/20159029
https://www.jstor.org/stable/20159029
https://sajip.co.za/index.php/sajip/article/view/800
https://sajip.co.za/index.php/sajip/article/view/800
https://sajip.co.za/index.php/sajip/article/view/800
https://sajip.co.za/index.php/sajip/article/view/800
https://www.tandfonline.com/doi/abs/10.1080/02642060802120158
https://www.tandfonline.com/doi/abs/10.1080/02642060802120158
https://www.tandfonline.com/doi/abs/10.1080/02642060802120158
https://www.emeraldinsight.com/doi/10.1108/02683940410537945
https://www.emeraldinsight.com/doi/10.1108/02683940410537945
https://www.emeraldinsight.com/doi/10.1108/02683940410537945
http://www.mcs.gov.kh/wp-content/uploads/2017/07/Organization-Development-and-Change.pdf
http://www.mcs.gov.kh/wp-content/uploads/2017/07/Organization-Development-and-Change.pdf
https://www.semanticscholar.org/paper/Organizational-climate-and-climate-strength-in-UK-Dawson-Gonz%C3%A1lez-Rom%C3%A1/de15e8debb3b09ec71a03573ee023afcc09101d7
https://www.semanticscholar.org/paper/Organizational-climate-and-climate-strength-in-UK-Dawson-Gonz%C3%A1lez-Rom%C3%A1/de15e8debb3b09ec71a03573ee023afcc09101d7
https://www.semanticscholar.org/paper/Organizational-climate-and-climate-strength-in-UK-Dawson-Gonz%C3%A1lez-Rom%C3%A1/de15e8debb3b09ec71a03573ee023afcc09101d7
https://www.sciencedirect.com/science/article/pii/S0148296310001190
https://www.sciencedirect.com/science/article/pii/S0148296310001190
https://www.sciencedirect.com/science/article/pii/S0148296310001190
https://www.researchgate.net/publication/303594410_The_Relationship_between_Organizational_Climate_and_the_Organizational_Silence_of_Administrative_Staff_in_Education_Department
https://www.researchgate.net/publication/303594410_The_Relationship_between_Organizational_Climate_and_the_Organizational_Silence_of_Administrative_Staff_in_Education_Department
https://www.researchgate.net/publication/303594410_The_Relationship_between_Organizational_Climate_and_the_Organizational_Silence_of_Administrative_Staff_in_Education_Department
https://webcache.googleusercontent.com/search?q=cache:fjmXAzmz9YJ:https://www.elsevier.com/books/international-encyclopedia-of-the-social-and-behavioralsciences/wright/978-0-08-097086-8+&cd=1&hl=en&ct=clnk&gl=my.
https://webcache.googleusercontent.com/search?q=cache:fjmXAzmz9YJ:https://www.elsevier.com/books/international-encyclopedia-of-the-social-and-behavioralsciences/wright/978-0-08-097086-8+&cd=1&hl=en&ct=clnk&gl=my.
https://webcache.googleusercontent.com/search?q=cache:fjmXAzmz9YJ:https://www.elsevier.com/books/international-encyclopedia-of-the-social-and-behavioralsciences/wright/978-0-08-097086-8+&cd=1&hl=en&ct=clnk&gl=my.
https://www.hrhresourcecenter.org/node/2358.html.
https://www.hrhresourcecenter.org/node/2358.html.
https://www.hrhresourcecenter.org/node/2358.html.
https://www.tandfonline.com/doi/abs/10.1080/13594320544000019
https://www.tandfonline.com/doi/abs/10.1080/13594320544000019
https://www.tandfonline.com/doi/abs/10.1080/13594320544000019
https://arabianjbmr.com/pdfs/KD_VOL_2_2/6.pdf
https://arabianjbmr.com/pdfs/KD_VOL_2_2/6.pdf
https://www.researchgate.net/publication/293821354_An_analysis_of_the_Organizational_Citizenship_Behaviors_and_Quality_of_Work-Life_of_SLERS_Employees
https://www.researchgate.net/publication/293821354_An_analysis_of_the_Organizational_Citizenship_Behaviors_and_Quality_of_Work-Life_of_SLERS_Employees
https://sajip.co.za/index.php/sajip/article/view/1112
https://sajip.co.za/index.php/sajip/article/view/1112
https://sajip.co.za/index.php/sajip/article/view/1112
https://maxwellsci.com/print/ajbm/v4-294-302.pdf
https://maxwellsci.com/print/ajbm/v4-294-302.pdf
https://maxwellsci.com/print/ajbm/v4-294-302.pdf
https://www.researchgate.net/publication/233897090_Belief_attitude_intention_and_behaviour_An_introduction_to_theory_and_research
https://www.researchgate.net/publication/233897090_Belief_attitude_intention_and_behaviour_An_introduction_to_theory_and_research
https://www.researchgate.net/publication/233897090_Belief_attitude_intention_and_behaviour_An_introduction_to_theory_and_research
https://selfdeterminationtheory.org/SDT/documents/2005_GagneDeci_JOB_SDTtheory.pdf.
https://selfdeterminationtheory.org/SDT/documents/2005_GagneDeci_JOB_SDTtheory.pdf.
https://www.amazon.com/Understanding-Managing-Organizational-Behavior%20Student/dp/0136124496.
https://www.amazon.com/Understanding-Managing-Organizational-Behavior%20Student/dp/0136124496.
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3097397/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3097397/
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3097397/
https://link.springer.com/article/10.1007/s12564-015-9411-8
https://link.springer.com/article/10.1007/s12564-015-9411-8
https://link.springer.com/article/10.1007/s12564-015-9411-8
https://link.springer.com/article/10.1007/s12564-015-9411-8
http://www.mcser.org/journal/index.php/mjss/article/view/4434
http://www.mcser.org/journal/index.php/mjss/article/view/4434
http://www.mcser.org/journal/index.php/mjss/article/view/4434
http://www.mcser.org/journal/index.php/mjss/article/view/4434
http://www.mcser.org/journal/index.php/mjss/article/view/4434
https://www.ncbi.nlm.nih.gov/pubmed/16910754
https://www.ncbi.nlm.nih.gov/pubmed/16910754
https://www.ncbi.nlm.nih.gov/pubmed/16910754
https://www.emeraldinsight.com/doi/10.1108/09564230610651561
https://www.emeraldinsight.com/doi/10.1108/09564230610651561
https://www.emeraldinsight.com/doi/10.1108/09564230610651561
https://www.emeraldinsight.com/doi/10.1108/09564230610651561
https://www.amazon.com/Behavior-Organizations-10th-Jerald.../dp/0136090192
https://www.amazon.com/Behavior-Organizations-10th-Jerald.../dp/0136090192
https://www.ncbi.nlm.nih.gov/pubmed/19271801
https://www.ncbi.nlm.nih.gov/pubmed/19271801
https://www.ncbi.nlm.nih.gov/pubmed/19271801
https://www.ncbi.nlm.nih.gov/pubmed/19271801
https://onlinelibrary.wiley.com/doi/10.1111/j.1744-6570.2010.01180.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1744-6570.2010.01180.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1744-6570.2010.01180.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1744-6570.2010.01180.x
https://onlinelibrary.wiley.com/doi/abs/10.1002/job.4030020107
https://onlinelibrary.wiley.com/doi/abs/10.1002/job.4030020107
https://onlinelibrary.wiley.com/doi/abs/10.1002/job.4030020107
http://growingscience.com/beta/msl/1410-an-investigation-on-the-role-of-organizational-climate-on-organizational-citizenship-behavior.html.
http://growingscience.com/beta/msl/1410-an-investigation-on-the-role-of-organizational-climate-on-organizational-citizenship-behavior.html.
http://growingscience.com/beta/msl/1410-an-investigation-on-the-role-of-organizational-climate-on-organizational-citizenship-behavior.html.
http://growingscience.com/beta/msl/1410-an-investigation-on-the-role-of-organizational-climate-on-organizational-citizenship-behavior.html.
http://www.academicjournals.org/app/.../article1380554200_Huang%20and%20You.pdf


301

Int. J. Hum. Capital Urban Manage., 3(4): 287-302, Autumn 2018

organizational commitment on in-role behavior and 
organizational citizenship behavior. Afr. J. Bus. Manage., 11335-
11344 (10 pages).

Huang, J.; Wang, L.;   Xie, J., (2014). Leader-member exchange and 
organizational citizenship behavior: The roles of identification 
with leader and leader’s reputation. Soc. Beh. Pers., 42(10): 1699-
1711 (12 pages).

Itiola, K.O.; Odebiyi, I.I.; Alabi, E., (2014). Empirical study of the 
impact of organizational citizenship behavior dimensions on job 
satisfaction among administrative staff of Osun state owned 
tertiary institutions, Nigeria. Int. J. Acad. Bus. Soc. Sci., 4(8): 264–
274 (11 pages).

Iqbal, A., (2011). The influence of personal factors on the perceived 
organizational climate: Evidence from the Pakistani industrial 
organizations. Interdiscip. J. Contemp. Res. Bus., 2(9): 511-527 (17 
pages).

Jaw, B. S.; Liu, W., (2003). Promoting organizational learning and self-
renewal in Taiwanese companies:   The role of HRM. Hum. Res. 
Manage., 42(3): 223–224 (2 pages).

Jeswani, S,; Dave, S. (2012). Impact of individual personality on 
turnover intention a study on faculty members. Manage. Labour. 
Stud., 37(3): 253-265 (13 pages).  

Kahn, R.; Wolfe, D.; Quinn, R.; Snoek, J.; Rosentbal, R., (1964). 
Organizational stress: Studies in role conflict and ambiguity. New 
York: Wiley.

Kristof-Brown, A.L.; Zimmerman, R.D.; Johnson, E.C., (2005). 
Consequences of individuals› fit at work: A meta-analysis of 
person–job, person–organization, person–group, and person–
supervisor fit.  Pers. Psychol., 58(2): 281-342 (52 pages).

Konovsky, M.A.; Pugh, S.D. (1994). Citizenship behavior and social 
exchange. Acad. of manage. j., 37(3): 656-669 (14 pages).

Koys, D.J.; Decotis, T.A., (1991). Inductive measures of psychological 
climate. Hum. Rel., 33-46 (14 pages).

Lafta, A.H.; Man, N.B.; Salih, J.M.; Samah, B.A.; Nawi, N.B.; Yusof, 
R.N., (2016). A need for investigating organizational climate and 
its impact on the performance. European. J. Bus. Manage., 8(3): 
136-142 (7 pages).

Lee, K.; Allen, N.J. (2002). Organizational citizenship behavior and 
workplace deviance: The role of affect and cognitions. J.applied. 
Psychol., 87(1): 131.

Lewin, K., (1939). Field theory and experiment in social psychology: 
Concepts and methods. Americ. j. soc., 44(6): 868-896 (9 pages).

Lewin, K.; Lippitt, R.; White, R. K. (1939). Patterns of aggressive 
behavior in experimentally created social climates.  J. Soc. 
Psychol., 10(2): 269-299 (31 pages).

Litwin, G. H.; Stringer, R. A., (1968). Motivation and Organizational 
Climate. Cambridge: Harvard Business School, Division of 
Research.

Maamari, B.; Messarra, L., (2012). An empirical study of the 
relationship between organizational climate and organizational 
citizenship behavior. European. J. Manage., 12(3): 165-174 (10 
pages).

MacKenzie, S. B.; Podsakoff, P. M.; Ahearne, M., (1998). Some 
possible antecedents and consequences of in-role and extra-role 
performance. J. Marketing., 62(3): 69-86 (18 pages).

Mahooti, M.; Parvaneh, V.; Asadi, E., (2018). Effect of organizational 
citizenship behavior on family-centred care: Mediating role of 
multiple commitment.  

Martins, E.C.; Martins, N., (2001). Organizational Surveys as a tool for 
change. Part Two: A Case Study. HR future., 1(4): 46-49 (4 pages).

Mahmoudi, G., (2013). Introduction to understanding organizational 

climate. Publisher: Vania, Tehran.
Majd A., (2018). The impact of job characteristics on organizational 

citizenship behavior. Int. J. Bus. Manage. Inv., 7(2): 54–57 (4 
pages).

Moran, T. E.; Volkwein, F. J., (1992). The cultural approach to the 
formation of organizational climate. Hum. Relat., 45(1): 19-38 (20 
pages).

Munidi, F.; K’Obonyo, P., (2015). Quality of work life, personality, job 
satisfaction, competence and job performance: A critical review 
of literature. European. Sci. J., 11(26): 223-240 (18 pages).

Murugesan, S.; Narayana, P.N.; Kannan, M., (2013). Perceived 
organizational climate correlates organizational citizenship 
behavior:  A study among the software Professionals. American. 
Int. J. Res. Hum., Arts. Soc. Sci., 3(2): 209–216 (18 pages).

Musah, M. B.; Ali, H. M.; Al-Hudawi, S. H.; Tahir, L. M.; Daud, K. 
B.; Said, H. B.; Kamil, N. M., (2016). Organizational climate as 
a preditor of workforce performance in the Malaysian higher 
education institutions. Qual. Assuranc. Educ., 24(3): 416-438 (23 
pages).

Nunnally, J. C. (1978). Psychometric theory (2nd ed.). New York: 
McGraw-Hill.

Nwankwo, B.E.; Obi, T.C.; Sydney-Agbor, N.; Agu, S.A.; Aboh, J.U., 
(2013). Influence of pay satisfaction and length of service on 
organizational citizenship behavior. Int. J. Acad. Res., 3(9): 238–
244 (7 pages).

Obiora, J.N.; Okpu, T., (2015). Creativity and organizational citizenship 
behavior in the Nigerian hospitality industry. Int. Managerial. 
Studi. Res., 3(3): 9–20 (12 pages).

Oge, S.; Erdogan, P., (2015). Investigation of relationship between 
organizational climate and organizational citizenship behavior: A 
research on Health Sector. Int. J. Eco.Manage. Engin., 9(10): 3628-
3635 (8 pages).

Organ, D., (1990). The motivational basis of organizational citizenship 
behavior. Res. Org. Beh., 42: 43-72 (30 pages).

Organ, D.W., (1988). Organizational Citizenship Behavior: The Good 
Soldier Syndrome. Lexignton-Massachusetts: Lexington Books.

Patterson, M.G.;West, M.A,; Shackleton, V.J.; Dawson, J.F.; Lawthom, 
R,; Maitlis, S.; Robinson, D.L,; Wallaces, A.M., (2005). Validating 
the organizational climate measure: links to managerial practices, 
productivity and innovation, J. Organiz. Behav. 26: 379–408 (30 
pages).    

Perry C.; Lemay N.; Roadway G.; Tracy A.; Galer J., (2005). Validating 
a work group climate assessment tool for improving the 
Performance of public health organizations, biomed central, 
Hum. Res. Health, 3: 10.

Pickford, H. C.; Joy, G., (2016). Organizational Citizenship Behavior: 
Definitions and Dimensions. Oxford, United Kingdom.

Podsakoff, P.M.; Mackenzie, S.B.; Paine, J.B; Bachrach, D.G., (2000). 
Organizational citizenship behavior: A critical review of the 
theoretical and empirical literature and suggestions for future 
research, J. Manage., 26(3): 513-563.

Podsakoff, P.M.; MacKenzie, S.B.; Bommer, W.H., (1996a). Meta-
analysis of the relationships between Kerr and Jemier’s substitutes 
for leadership and employee attitudes, role perceptions, and 
performance. J. App. Psychol., 81(3): 380-399 (20 pages).

Podsakoff, P.M.; MacKenzie, S.B.; Bommer, W.H., (1996b). 
Transformational leader behaviors and substitutes for leadership 
as determinants of employee satisfaction, commitment, trust, 
and organizational citizenship behavior. J. Manage., 22(2): 259-
298 (40 pages).

Pozveh, A. Z.; Fariba, K., (2017). The relationship between 

http://www.academicjournals.org/app/.../article1380554200_Huang%20and%20You.pdf
http://www.academicjournals.org/app/.../article1380554200_Huang%20and%20You.pdf
http://www.academicjournals.org/app/.../article1380554200_Huang%20and%20You.pdf
https://www.sbp-journal.com/index.php/sbp/article/view/4066
https://www.sbp-journal.com/index.php/sbp/article/view/4066
https://www.sbp-journal.com/index.php/sbp/article/view/4066
https://www.sbp-journal.com/index.php/sbp/article/view/4066
https://ideas.repec.org/a/hur/ijarbs/v4y2014i8p264-274.html
https://ideas.repec.org/a/hur/ijarbs/v4y2014i8p264-274.html
https://ideas.repec.org/a/hur/ijarbs/v4y2014i8p264-274.html
https://ideas.repec.org/a/hur/ijarbs/v4y2014i8p264-274.html
https://ideas.repec.org/a/hur/ijarbs/v4y2014i8p264-274.html
https://www.researchgate.net/publication/215912136_The_influence_of_personal_factors_on_the_perceived_organizational_climate_Evidence_from_the_Pakistani_Industrial_Organizations
https://www.researchgate.net/publication/215912136_The_influence_of_personal_factors_on_the_perceived_organizational_climate_Evidence_from_the_Pakistani_Industrial_Organizations
https://www.researchgate.net/publication/215912136_The_influence_of_personal_factors_on_the_perceived_organizational_climate_Evidence_from_the_Pakistani_Industrial_Organizations
https://www.researchgate.net/publication/215912136_The_influence_of_personal_factors_on_the_perceived_organizational_climate_Evidence_from_the_Pakistani_Industrial_Organizations
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrm.10082
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrm.10082
https://onlinelibrary.wiley.com/doi/abs/10.1002/hrm.10082
http://mls.sagepub.com/
http://mls.sagepub.com/
http://mls.sagepub.com/
https://psycnet.apa.org/record/1965-08866-000.
https://psycnet.apa.org/record/1965-08866-000.
https://psycnet.apa.org/record/1965-08866-000.
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.2005.00672.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.2005.00672.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.2005.00672.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.2005.00672.x
https://www.researchgate.net/publication/13162626_Citizenship_Behavior_and_Social_Exchange
https://www.researchgate.net/publication/13162626_Citizenship_Behavior_and_Social_Exchange
https://journals.sagepub.com/doi/10.1177/001872679104400304
https://journals.sagepub.com/doi/10.1177/001872679104400304
https://iiste.org/Journals/index.php/EJBM/article/view/28353
https://iiste.org/Journals/index.php/EJBM/article/view/28353
https://iiste.org/Journals/index.php/EJBM/article/view/28353
https://iiste.org/Journals/index.php/EJBM/article/view/28353
https://www.ncbi.nlm.nih.gov/pubmed/11916207
https://www.ncbi.nlm.nih.gov/pubmed/11916207
https://www.ncbi.nlm.nih.gov/pubmed/11916207
https://www.journals.uchicago.edu/doi/10.1086/218177?mobileUi=0
https://www.journals.uchicago.edu/doi/10.1086/218177?mobileUi=0
https://www.tandfonline.com/doi/abs/10.1080/00224545.1939.9713366
https://www.tandfonline.com/doi/abs/10.1080/00224545.1939.9713366
https://www.tandfonline.com/doi/abs/10.1080/00224545.1939.9713366
http://www.academia.edu/5206819/AN_EMPIRICAL_STUDY_OF_THE_RELATIONSHIP_BETWEEN_ORGANIZATIONAL_CLIMATE_AND_ORGANIZATIONAL_CITIZENSHIP_BEHAVIOR.
http://www.academia.edu/5206819/AN_EMPIRICAL_STUDY_OF_THE_RELATIONSHIP_BETWEEN_ORGANIZATIONAL_CLIMATE_AND_ORGANIZATIONAL_CITIZENSHIP_BEHAVIOR.
http://www.academia.edu/5206819/AN_EMPIRICAL_STUDY_OF_THE_RELATIONSHIP_BETWEEN_ORGANIZATIONAL_CLIMATE_AND_ORGANIZATIONAL_CITIZENSHIP_BEHAVIOR.
http://www.academia.edu/5206819/AN_EMPIRICAL_STUDY_OF_THE_RELATIONSHIP_BETWEEN_ORGANIZATIONAL_CLIMATE_AND_ORGANIZATIONAL_CITIZENSHIP_BEHAVIOR.
https://www.jstor.org/stable/1251745
https://www.jstor.org/stable/1251745
https://www.jstor.org/stable/1251745
https://doi:10.1371
https://doi:10.1371
https://doi:10.1371
https://scielo.conicyt.cl/scielo.php?script=sci_arttext&pid=S0718-27242011000100012.
https://scielo.conicyt.cl/scielo.php?script=sci_arttext&pid=S0718-27242011000100012.
http://www.oxfordhandbooks.com/view/10.1093/...001.../oxfordhb-9780199860715-e-001
http://www.oxfordhandbooks.com/view/10.1093/...001.../oxfordhb-9780199860715-e-001
http://www.ijhcum.net/sbbwu.edu.pk/journal/SUMMER-2013-vol-7-No-1/8.pdf
http://www.ijhcum.net/sbbwu.edu.pk/journal/SUMMER-2013-vol-7-No-1/8.pdf
http://www.ijhcum.net/sbbwu.edu.pk/journal/SUMMER-2013-vol-7-No-1/8.pdf
https://journals.sagepub.com/doi/10.1177/001872679204500102
https://journals.sagepub.com/doi/10.1177/001872679204500102
https://journals.sagepub.com/doi/10.1177/001872679204500102
https://eujournal.org/index.php/esj/article/view/6243
https://eujournal.org/index.php/esj/article/view/6243
https://eujournal.org/index.php/esj/article/view/6243
https://www.researchgate.net/publication/270507951_Perceived_Organizational_Climate_and_Organizational_Tenure_on_Organizational_Citizenship_Behaviour_Empirical_Study_among_Ghanaian_Banks
https://www.researchgate.net/publication/270507951_Perceived_Organizational_Climate_and_Organizational_Tenure_on_Organizational_Citizenship_Behaviour_Empirical_Study_among_Ghanaian_Banks
https://www.researchgate.net/publication/270507951_Perceived_Organizational_Climate_and_Organizational_Tenure_on_Organizational_Citizenship_Behaviour_Empirical_Study_among_Ghanaian_Banks
https://www.researchgate.net/publication/270507951_Perceived_Organizational_Climate_and_Organizational_Tenure_on_Organizational_Citizenship_Behaviour_Empirical_Study_among_Ghanaian_Banks
https://www.researchgate.net/publication/269098557_Quality_of_Work_Life_in_Higher_Education_Institutions_in_North_India
https://www.researchgate.net/publication/269098557_Quality_of_Work_Life_in_Higher_Education_Institutions_in_North_India
https://www.researchgate.net/publication/269098557_Quality_of_Work_Life_in_Higher_Education_Institutions_in_North_India
https://www.researchgate.net/publication/269098557_Quality_of_Work_Life_in_Higher_Education_Institutions_in_North_India
https://www.researchgate.net/publication/269098557_Quality_of_Work_Life_in_Higher_Education_Institutions_in_North_India
http://hrmars.com/hrmars_papers/Influence_of_Pay_Satisfaction_and_Length_of_Service_on_Organization_Citizenship_Behaviour_of_Bankers.pdf.
http://hrmars.com/hrmars_papers/Influence_of_Pay_Satisfaction_and_Length_of_Service_on_Organization_Citizenship_Behaviour_of_Bankers.pdf.
http://hrmars.com/hrmars_papers/Influence_of_Pay_Satisfaction_and_Length_of_Service_on_Organization_Citizenship_Behaviour_of_Bankers.pdf.
http://hrmars.com/hrmars_papers/Influence_of_Pay_Satisfaction_and_Length_of_Service_on_Organization_Citizenship_Behaviour_of_Bankers.pdf.
https://www.arcjournals.org/pdfs/ijmsr/v3-i3/2.pdf
https://www.arcjournals.org/pdfs/ijmsr/v3-i3/2.pdf
https://www.arcjournals.org/pdfs/ijmsr/v3-i3/2.pdf
https://waset.org/publications/10003243/investigation-of-relationship-between-organizational-climate-and-organizational-citizenship-behavior-a-research-on-health-sector.
https://waset.org/publications/10003243/investigation-of-relationship-between-organizational-climate-and-organizational-citizenship-behavior-a-research-on-health-sector.
https://waset.org/publications/10003243/investigation-of-relationship-between-organizational-climate-and-organizational-citizenship-behavior-a-research-on-health-sector.
https://waset.org/publications/10003243/investigation-of-relationship-between-organizational-climate-and-organizational-citizenship-behavior-a-research-on-health-sector.
https://www.scienceopen.com/document?vid=73052c3d-5a23-4804-9045
https://www.scienceopen.com/document?vid=73052c3d-5a23-4804-9045
https://human-resources-health.biomedcentral.com/articles/10.1186/1478-4491-3-10.
https://human-resources-health.biomedcentral.com/articles/10.1186/1478-4491-3-10.
https://human-resources-health.biomedcentral.com/articles/10.1186/1478-4491-3-10.
https://human-resources-health.biomedcentral.com/articles/10.1186/1478-4491-3-10.
http://eureka.sbs.ox.ac.uk/6265/1/2016-31.pdf
http://eureka.sbs.ox.ac.uk/6265/1/2016-31.pdf
https://pdfs.semanticscholar.org/b2c3/a1f19d7f425dce3485beac95e0264441736f.pdf
https://pdfs.semanticscholar.org/b2c3/a1f19d7f425dce3485beac95e0264441736f.pdf
https://pdfs.semanticscholar.org/b2c3/a1f19d7f425dce3485beac95e0264441736f.pdf
https://pdfs.semanticscholar.org/b2c3/a1f19d7f425dce3485beac95e0264441736f.pdf
https://www.ncbi.nlm.nih.gov/pubmed/8751455
https://www.ncbi.nlm.nih.gov/pubmed/8751455
https://www.ncbi.nlm.nih.gov/pubmed/8751455
https://www.ncbi.nlm.nih.gov/pubmed/8751455
https://journals.sagepub.com/doi/10.1177/014920639602200204
https://journals.sagepub.com/doi/10.1177/014920639602200204
https://journals.sagepub.com/doi/10.1177/014920639602200204
https://journals.sagepub.com/doi/10.1177/014920639602200204
https://journals.sagepub.com/doi/10.1177/014920639602200204
https://www.civilica.com/Printable-JR_EPR-3-1_010=The-relationship-between-organizational-climate-and-organizational-citizenship-behaviors-of-the-staff-members-in-the-Department-of-Education-in-Isfahan-city.html.


302

L. Vasudevan, A. Iqbal

COPYRIGHTS

Copyright for this article is retained by the author(s), with publication rights granted to the IJHCUM Journal.
This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution 
License (http://creativecommons.org/licenses/by/4.0/).

HOW TO CITE THIS ARTICLE

Vasudevan, L.; Iqbal, A., (2018). Relationship between organizational climate and citizenship behavior of the 
non-supervisory staff in Bank Simpanan National, Malaysia. Int. J. Hum. Capital Urban Manage., 3(4): 287-302.

DOI: 10.22034/IJHCUM.2018.04.03

url: http://www.ijhcum.net/article_34040.html

organizational climate and organizational citizenship behavior of 
the staff members in the Department of Education in Isfahan city. 
Int. J. Educ. Psychol.  Res., 3(1): 53-60 (8 pages).

Pritchard, R. D.; Karasick, B. W., (1973). The effect of organizational 
climate on managerial job performance and job satisfaction. Org.
Beh. Hum. Perfor., 9(1): 126-146 (21 pages).

Rees, G.; Smith, P. E., (2017). Strategic Human Resource 
Management- An International Perspective. Singapore: Sage 
Publications Asia-Pacific Pte Ltd.

Robbin, Stephen P.; Judge, Timothy A., (2015). Organizational 
behavior. 16th edition, Pearson International.

Roche, M.; Haar, J. M., (2013). A metamodel approach towards 
self-determination theory: A study of New Zealand managers› 
organizational citizenship behavior.  Int. J. Hum. Res. 
Manage., 24(18): 3397-3417 (21 pages).

Ryan, R.M.; Deci, E.L., (2008). Facilitating optimal motivation and 
psychological well-being across life’s domains. Canad. Psychol., 
49: 14–23 (10 pages).

Schneider, B., (1975). Organizational climates: An Essays. Pers. 
Psychol., 28(1): 447-479 (33 pages).

Schneider, B.; Batlett, J., (1968). Individual differences and 
organizational climate I: The research plan and questionnaire 
development. Pers. Psychol., 21(2): 323-333 (11 pages).

Shintri, S.; Bharamanaikar, S., (2017). The theoretical study on 
evolution of organizational climate, theories and dimensions. Int. 
J. Sci. Techn. Manage, 6(3): 652-658 (7 pages).

Subramani, A. K.; Jan, N. A.; Gaur, M.; Vinodh, N., (2015). Impact of 
organizational climate on organizational citizenship behavior with 
respect to automotive industries at Ambattur Industrial estate, 
Chennai. Int. J. Appl. Bus. Eco. Res., 13(8).

Su, R.; Murdock, C. D.; Rounds, J., (2015). Person-environment 
fit. APA handbook of career intervention., 1: 81-98 (18 pages).

Suguna, K., (2014). Organizational climate- Differing concepts and 
measurements. Glob. J. Res. Manage., 4(1):. 67-85 (19 pages).

Tagiuri, R.; Litwin, G. H., (1968). Organizational climate, Explanations 
of a concept, Division of Research. Boston: Harvard University.

Talebloo, B.; Basri, R. B.; Hassan, A.; Asimiran, S., (2015). A survey 
on the dimensionality of organizational citizenship behavior in 
primary schools: Teachers’ perception. Int. J. Edu., 7(3): 12-30 (19 
pages).

Tinti, J.A.; Venelli-Costa, L.; Vieira, A. M.; Cappallozza, A., (2017). 
The impact of human resource of policies and practices on 
organizational citizenship behavior. Braz. Bus. Rev., 14(6).

Tuzun, I.K..: Kalemci, R.A., (2012). Organizational and supervisory 
support in relation to employee turnover intentions. J. Managerial. 

Psychol., (27): 518-534 (17 pages).
Ucho, A.; Atime, E.T., (2013). Distributive Justice, age and 

organizational citizenship behavior among non-teaching staff of 
Benue state university. Int. J. Psychol. Beh. Sci., 3(4): 77–85 (9 
pages).

Vasudevan, H.; Mahadi, N. (2017). Organizational citizenship 
behavior in hospitality industry: Bridging challenges, benefits and 
contribution. Int. J. Hum. Capital Urban Manage., 2(3): 243-250 
(8 pages).

Vasudevan, H.; Mahadi, M., (2017). A review on managers’ emotional 
intelligence and citizenship behavior in today’s workplace: 
Bridging a challenges and contribution. Int. J. Hum. Capital Urban 
Manage., 2(4): 319-334 (16 pages).

Vansteenkiste, M.; Neyrinck, B.; Niemic, C.; Soenens, B.; De Witte, 
H.; Van den Broeck, A., (2007). Examining the relations among 
extrinsic versus intrinsic work value orientations, basic need 
satisfaction, and job experience: A self-determination theory 
approach..  J. Occup. Org. Psych., 80: 251– 277 (27 pages).

Wallace, J.; Hunt, J.; Richards, C. (1996). The relationship between 
organisational culture, organisational climate and managerial 
values: A proposed model. Paper presented at ANZAM ‘96 
Diversity & Change: Challenges for Management into the 21st 
Century International Conference, Wollongong NSW, 

Weisbord, M. R., (2004). Productive workplaces revisited: Dignity, 
meaning and community in the 21st century. San Francisco: 
Jossey-Bass.

Williams, L.;Anderson, S., (1991). Job satisfaction and organizational 
commitment as predictors of organizational citizenship and in-
role behavior. J. Manage., 17(1): 601-617 (17 pages).

Yang, L.-Q.; Che, H.; Spector, P.E., (2008). Job stress and well-being: 
An examination from the view of Person-Environment fit. J. 
Occup. Org. Psych., 81(3): 567-587 (21 pages).

Yen, H. R.; Niehoff, B. P. (2004). Organizational citizenship behaviors 
and organizational effectiveness: Examining relationships in 
Taiwanese banks. J. App. Soc. Psychol., 34(8): 1617–1637 (21 
pages). 

Yen, H.R.; Li, E.Y.; Niehoff, B.P., (2008). Do organizational citizenship 
behaviors lead to information? 

system success?: Testing the mediation effects of integration climate 
and project management. Inform. Manage., 45(6): 394-402 (9 
pages).

Yulianti, P., (2014). Building organizational citizenship behavior with 
creative organizational climate 

support: A conceptual framework in Higher Education. Int. Res. J., 
5(3): 98-106 (9 pages).

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.civilica.com/Printable-JR_EPR-3-1_010=The-relationship-between-organizational-climate-and-organizational-citizenship-behaviors-of-the-staff-members-in-the-Department-of-Education-in-Isfahan-city.html.
https://www.civilica.com/Printable-JR_EPR-3-1_010=The-relationship-between-organizational-climate-and-organizational-citizenship-behaviors-of-the-staff-members-in-the-Department-of-Education-in-Isfahan-city.html.
https://www.civilica.com/Printable-JR_EPR-3-1_010=The-relationship-between-organizational-climate-and-organizational-citizenship-behaviors-of-the-staff-members-in-the-Department-of-Education-in-Isfahan-city.html.
https://www.sciencedirect.com/science/article/pii/0030507373900421.
https://www.sciencedirect.com/science/article/pii/0030507373900421.
https://www.sciencedirect.com/science/article/pii/0030507373900421.
https://www.amazon.com/Strategic-Human-Resource-Management-International/dp/1446255867.
https://www.amazon.com/Strategic-Human-Resource-Management-International/dp/1446255867.
https://www.amazon.com/Strategic-Human-Resource-Management-International/dp/1446255867.
https://www.pearson.com/us/higher-education/product/Robbins-Organizational-Behavior-16th-Edition/9780133507645.html.
https://www.pearson.com/us/higher-education/product/Robbins-Organizational-Behavior-16th-Edition/9780133507645.html.
http://psycnet.apa.org/record/2013-28191-001
http://psycnet.apa.org/record/2013-28191-001
http://psycnet.apa.org/record/2013-28191-001
http://psycnet.apa.org/record/2013-28191-001
https://selfdeterminationtheory.org/SDT/documents/2008_DeciRyan_CanPsy_Eng.pdf
https://selfdeterminationtheory.org/SDT/documents/2008_DeciRyan_CanPsy_Eng.pdf
https://selfdeterminationtheory.org/SDT/documents/2008_DeciRyan_CanPsy_Eng.pdf
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.1975.tb01386.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.1975.tb01386.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.1968.tb02033.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.1968.tb02033.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1744-6570.1968.tb02033.x
http://www.ijstm.com/images/short_pdf/1491485761_P652-657.pdf
http://www.ijstm.com/images/short_pdf/1491485761_P652-657.pdf
http://www.ijstm.com/images/short_pdf/1491485761_P652-657.pdf
https://www.researchgate.net/publication/302192045_Impact_of_organizational_climate_on_organizational_citizenship_behaviour_with_respect_to_automotive_industries_at_Ambattur_industrial_estate_Chennai
https://www.researchgate.net/publication/302192045_Impact_of_organizational_climate_on_organizational_citizenship_behaviour_with_respect_to_automotive_industries_at_Ambattur_industrial_estate_Chennai
https://www.researchgate.net/publication/302192045_Impact_of_organizational_climate_on_organizational_citizenship_behaviour_with_respect_to_automotive_industries_at_Ambattur_industrial_estate_Chennai
https://www.researchgate.net/publication/302192045_Impact_of_organizational_climate_on_organizational_citizenship_behaviour_with_respect_to_automotive_industries_at_Ambattur_industrial_estate_Chennai
http://psycnet.apa.org/record/2014-08457-005
http://psycnet.apa.org/record/2014-08457-005
http://search.proquest.com/openview/5f68b94f03309df34d1dc1b1d9540066/1?pq
http://search.proquest.com/openview/5f68b94f03309df34d1dc1b1d9540066/1?pq
http://www.worldcat.org/title/organizational-climate-explorations-of-a-concept/oclc/575
http://www.worldcat.org/title/organizational-climate-explorations-of-a-concept/oclc/575
http://www.macrothink.org/journal/index.php/ije/article/view/7833.
http://www.macrothink.org/journal/index.php/ije/article/view/7833.
http://www.macrothink.org/journal/index.php/ije/article/view/7833.
http://www.macrothink.org/journal/index.php/ije/article/view/7833.
http://dx.doi.org/10.15728/bbr.2017.14.6.6.
http://dx.doi.org/10.15728/bbr.2017.14.6.6.
http://dx.doi.org/10.15728/bbr.2017.14.6.6.
https://www.emeraldinsight.com/doi/10.1108/02683941211235418
https://www.emeraldinsight.com/doi/10.1108/02683941211235418
https://www.emeraldinsight.com/doi/10.1108/02683941211235418
http://article.sapub.org/10.5923.j.ijpbs.20130304.01.html
http://article.sapub.org/10.5923.j.ijpbs.20130304.01.html
http://article.sapub.org/10.5923.j.ijpbs.20130304.01.html
http://article.sapub.org/10.5923.j.ijpbs.20130304.01.html
http://www.ijhcum.net/article_27191_b7b9023a3ee3b8a0c84b5e4522979ceb.pdf
http://www.ijhcum.net/article_27191_b7b9023a3ee3b8a0c84b5e4522979ceb.pdf
http://www.ijhcum.net/article_27191_b7b9023a3ee3b8a0c84b5e4522979ceb.pdf
http://www.ijhcum.net/article_27191_b7b9023a3ee3b8a0c84b5e4522979ceb.pdf
http://www.ijhcum.net/article_30056_9fbb3c26814892a94b2e690227475d2e.pdf
http://www.ijhcum.net/article_30056_9fbb3c26814892a94b2e690227475d2e.pdf
http://www.ijhcum.net/article_30056_9fbb3c26814892a94b2e690227475d2e.pdf
http://www.ijhcum.net/article_30056_9fbb3c26814892a94b2e690227475d2e.pdf
https://selfdeterminationtheory.org/SDT/documents/2007_Vansteenkiste%20et%20al_JOOP.pdf.
https://selfdeterminationtheory.org/SDT/documents/2007_Vansteenkiste%20et%20al_JOOP.pdf.
https://selfdeterminationtheory.org/SDT/documents/2007_Vansteenkiste%20et%20al_JOOP.pdf.
https://selfdeterminationtheory.org/SDT/documents/2007_Vansteenkiste%20et%20al_JOOP.pdf.
https://selfdeterminationtheory.org/SDT/documents/2007_Vansteenkiste%20et%20al_JOOP.pdf.
http://www.ccsenet.org/journal/index.php/ijbm/article/download/11742/10434.
http://www.ccsenet.org/journal/index.php/ijbm/article/download/11742/10434.
http://www.ccsenet.org/journal/index.php/ijbm/article/download/11742/10434.
http://www.ccsenet.org/journal/index.php/ijbm/article/download/11742/10434.
http://www.ccsenet.org/journal/index.php/ijbm/article/download/11742/10434.
https://www.amazon.com/Productive-Workplaces-Revisited-Dignity-Community/dp/0787971170.
https://www.amazon.com/Productive-Workplaces-Revisited-Dignity-Community/dp/0787971170.
https://www.amazon.com/Productive-Workplaces-Revisited-Dignity-Community/dp/0787971170.
https://journals.sagepub.com/doi/10.1177/014920639101700305
https://journals.sagepub.com/doi/10.1177/014920639101700305
https://journals.sagepub.com/doi/10.1177/014920639101700305
https://onlinelibrary.wiley.com/doi/abs/10.1348/096317907X243324
https://onlinelibrary.wiley.com/doi/abs/10.1348/096317907X243324
https://onlinelibrary.wiley.com/doi/abs/10.1348/096317907X243324
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1559-1816.2004.tb02790.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1559-1816.2004.tb02790.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1559-1816.2004.tb02790.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1559-1816.2004.tb02790.x
https://www.sciencedirect.com/science/article/pii/S0378720608000785
https://www.sciencedirect.com/science/article/pii/S0378720608000785
https://www.sciencedirect.com/science/article/pii/S0378720608000785
https://www.sciencedirect.com/science/article/pii/S0378720608000785
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=1&ved=2ahUKEwjAk76cxsnfAhUI_qQKHXgnD3gQFjAAegQIAhAC&url=https%3A%2F%2Fwww.interesjournals.org%2Farticles%2Fbuilding-organizational-citizenship-behavior-with-creative-organizational-climate-support-a-conceptual-framework-in-high.pdf&usg=AOvVaw36yD0njdjB2IeDixx5ySfN
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=1&ved=2ahUKEwjAk76cxsnfAhUI_qQKHXgnD3gQFjAAegQIAhAC&url=https%3A%2F%2Fwww.interesjournals.org%2Farticles%2Fbuilding-organizational-citizenship-behavior-with-creative-organizational-climate-support-a-conceptual-framework-in-high.pdf&usg=AOvVaw36yD0njdjB2IeDixx5ySfN
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=1&ved=2ahUKEwjAk76cxsnfAhUI_qQKHXgnD3gQFjAAegQIAhAC&url=https%3A%2F%2Fwww.interesjournals.org%2Farticles%2Fbuilding-organizational-citizenship-behavior-with-creative-organizational-climate-support-a-conceptual-framework-in-high.pdf&usg=AOvVaw36yD0njdjB2IeDixx5ySfN

	Relationship between organizational climate and citizenship behavior of the  non-supervisory staff i
	Abstract
	Keywords
	INTRODUCTION
	Significance of the Study 
	Organizational climate 
	Organizational Climate and its Dimensions  
	Organizational Citizenship Behavior  
	Organizational citizenship behavior and its dimensions  
	Empirical Studies  
	The relationship between organizational climate and organizational citizenship behavior 

	Conceptual framework  

	MATERIALS AND METHODS 
	Sample and Sampling Procedure 
	Data Collection 
	Measurement
	Organizational Climate 
	Organizational Citizenship Behavior  

	RESULTS AND DISCUSSION 
	Profile of respondents 
	Correlation analysis  
	Limitations and future research   

	CONCLUSION
	ACKNOWLEDGEMENT
	CONFLICT OF INTREST 
	REFERENCES


