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Abstract - The increasingly competitive environment, a consequence of globalization, has driven the businesses for great 
transformations in order to survive. In addition to be able to survive, businesses have started to search for the ways to further 
improve their efficiency in order to maximize their profits. Among the fields to improve is employee performance. A number 
of factors affect the employee performance. And organizational citizenship behavior is one of them. Organizational 
citizenship behavior contributes to the business goals being developed voluntarily and spontaneously. This study analyzes 
the effects of organizational citizenship behavior on employee performance. 
 
 
I. INTRODUCTION 
 
1.1. Organizational Citizenship 
1.1.1. The concept of Citizenship 
It is widely accepted that the concept of citizenship 
has emerged as a result of human beings giving up on 
nomadic life and adopting a settled lifestyle which in 
return led to the emergence of political power . 
However, the concept of citizenship has also been 
evolving in time. Each culture or civilization adopts a 
sense of citizenship which relates to their lifestyle and 
conditions. Referring to a sense of belonging, the 
desire to be part of a group, and benefiting from the 
advantages and possibilities of such a group, the 
phenomenon of citizenship has been taking on new 
descriptions in parallel with globalization. 
 
1.1.2. Conceptual Framework of Organizational 
Citizenship 
Blurring boundaries with the effect of technological 
advancements have led to the emergence of the 
concept of globalization. Globalization has brought 
with it an environment of cutthroat competition for 
the businesses. In the face of increasing competition, 
businesses set on the pursuit of strategy in order to 
survive. Practice and literature has seen new concepts 
with this respect. And the concept of Organizational 
Citizenship is one of them. 
 
As a concept, it was first explored by Chester Barnard 
in 1930s as part of “extra-role behavior”. Moreover, it 
wasn’t until 1983 until the term organizational 
citizenship was coined by Denis Organ. Denis Organ 
described organizational citizenship behavior as 
behaviors independent from the awarding system of 
the business, behaviors which are totally voluntary 
and in line with the operations aimed at the business 
goals . 
 
1.1.3. Reasons Behind Organizational Citizenship 
Behavior 

The following are the reasons why employees 
demonstrate organizational citizenship behavior  : 
* A fair working environment will lead the employee 
to adopt a positive attitude demonstrating 
organizational citizenship behavior. 
* The idea that employee may have an impact on 
his/her status in the group will lead to the 
demonstration of organizational citizenship behavior. 
* Although they consider organizational citizenship 
behavior independent from awarding system, 
employees believe that their superiors will not act 
indifferent to such behavior as they make award 
decisions. Such an approach motivates the employee 
to demonstrate organizational citizenship behavior. 
* In case the job definition is vague of employee is 
not informed about such, the employee may perceive 
the organizational citizenship behavior as a 
responsibility. 
* Due to his/her ethical mindset, the features of 
his/her culture or belief system, an employee may 
demonstrate organizational citizenship behavior as an 
act of kindness. 
 
1.1.4. Features of Organizational Citizenship 
Behavior 
The following are the reasons why employees 
demonstrate organizational citizenship behavior  : 
* As it has beliefs and values as its basis and being 
originated from such values, organizational 
citizenship behavior is humane. 
* As organizational citizenship behavior has an 
impact on the efficiency of the organization, it 
contributes to the workings of the business. 
* Organizational citizenship behaviors are not 
included in one’s job description and they are totally 
voluntary behaviors. 
* Organizational citizenship behaviors develop 
independent from training/education. It is impossible 
to acquire such behavior through training. 
* It is not a part of the awarding system an 
organization adopts and it works on voluntary basis. 
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1.2. Job Performance 
Performance can be described as the “extent to which 
a goal is realized”. Another literature description 
suggests that performance is the functional 
relationship between what is expected from one to do 
and what is really done . It is only possible for 
businesses to achieve their goals with the harmony 
between the employees and their relevant 
departments and their good performance in this 
respect. Employee performance is crucial for 
businesses. A business is only able to improve its 
organizational performance through the performance 
of its employees. 
Literature offers two types of employee behavior in 
relation to performance : 
 
1.2.1. In-Role Job Performance 
In-role job performance includes behaviors which are 
the predefined requirements of a job. Such behaviors 
have the purpose to meet the business goals and are 
demonstrated as the employee employs his/her know-
how into the process. 
 
1.2.2. Extra-Role Job Performance 
Behaviors related to extra-role job performance are 
behaviors which do not affect the main processes of a 
business directly. However, they have an accelerating 
effect on the process. Among the examples of such 
behaviors are employee’s willingness to share his/her 
know-how with his/her colleagues, and offering 
necessary assistance to his/her colleagues in order for 
them to complete an assignment. 
 
II. DETAILS EXPERIMENTAL 
 
2.1. Reliability Analysis Findings of Scales 
2.1.1. The Results for the Reliability Analysis of 
the Organizational Citizenship Behavior: 
Reliability analysis is conducted first on the scale as a 
whole and then on each subfactors. According to the 
results obtained from the analysis, Table 1 shows the 
relevant values for the scale as a whole and each 
subfactors. 

 
Table 1. Confidence Values of the Organizational Citizenship 

Behavior 
 

As shown in Table 1, the internal consistency 
coefficient (Cronbach’s alpha) of the organizational 
citizenship behavior scale is 0.95. The internal 
consistency coefficient of Altruism, one of the 
subfactors of the organizations citizenship behavior, 
was found to be 0.87; and the same was 0.85 for 
Conscience; 0.95 for Kindness; 0.82 for Fair-play; 
and 0.91 for Civil Virtue.  According to these results, 
it was observed that both the scale and its subfactors 
are reliable and suitable for analyses. 
2.2. The Results for the Reliability Analysis of 
the Job Performance Scale 
The scale was subjected to reliability analysis as a 
whole. According to the results obtained from the 
analysis, Table 2 shows the relevant values for the 
scale. 

 

 
Table 2. Confidence Values of the Job Performance Scale 

 
As shown in Table 2, the internal consistency 
coefficient (Cronbach’s alpha) of the Job 
Performance Scale is 0.93. According to these results, 
it was observed that the scale is reliable and suitable 
for analyses. 
2.3. The Results of the Regression Analysis of 
the Effect of Perceived Organizational Citizenship 
Behavior and Its Subcategories on the Job 
Performance of Blue-Collar Employees 
Table 3 shows the results of the regression analysis of 
the effect of perceived organizational citizenship 
behavior and its subcategories on the job performance 
of blue-collar employees 
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Table 3. The Results of the Regression Analysis of the Effect of Perceived Organizational Citizenship Behavior and Its 

Subcategories on the Job Performance of Blue-Collar Employees 
 

The findings available in Table 3 show that the 
altruism subfactor of organizational citizenship 
behavior of blue-collar employees has a significant 
effect on their job performance (F (1, 427) = 178.971, p= 
0.00< 0.05). This correlation is positive between two 
variables and it is of average significance. When 
determination coefficient (R=0.54, R2=0,29) is 
considered, it can be said that 29% of the total 
variance of the job performance can be explained by  
the altruism variable. 
The findings available in Table 3 show that the 
conscience subfactor of organizational citizenship 
behavior of blue-collar employees has a significant 
effect on their job performance (F (1, 427) =178.318, 
p= 0.00< .05). This correlation is positive between 
two variables and it is of average significance. When 
determination coefficient (R=0.54, R2=0,29) is 
considered, it can be said that 29% of the total 
variance of the job performance can be explained by  
the conscience variable. 
The findings available in Table 3 show that the 
kindness subfactor of organizational citizenship 
behavior of blue-collar employees has a significant 
effect on their job performance (F (1, 427) =171.109, 
p= 0.00< 0.05). This correlation is positive between 
two variables and it is of average significance. When 
determination coefficient (R=0.53, R2=0.28) is 
considered, it can be said that 28% of the total 
variance of the job performance can be explained by  
the kindness variable. 
The findings available in Table 3 show that the fair-
play subfactor of organizational citizenship behavior 
of blue-collar employees has a significant effect on 
their job performance (F (1, 427) =186.078, p= 0.00< 

0.05). This correlation is positive between two 
variables and it is of average significance. When 
determination coefficient (R=0.55, R2=0.30) is 
considered, it can be said that 30% of the total 
variance of the job performance can be explained by 
the fair-play variable. 
The findings available in Table 3 show that the civil 
virtue subfactor of organizational citizenship 
behavior of blue-collar employees has a significant 
effect on their job performance (F (1, 427) =140.705, 
p= 0.00< 0.05). This correlation is positive between 
two variables and it is of average significance. When 
determination coefficient (R=0,49, R2=0,24) is 
considered, it can be said that 24% of the total 
variance of the job performance can be explained by  
the civil virtue variable. 
The findings available in Table 3 show that the 
organizational citizenship behavior scale of blue-
collar employees has a significant effect on their job 
performance (F (1, 427) = 254.640, p= 0.00< .05). This 
correlation is positive between two variables and it is 
of average significance. When determination 
coefficient (R=0.61, R2=0.37) is considered, it can be 
said that 27% of the total variance of the job 
performance can be explained by organizational 
citizenship behavior scale. 
2.4. The Results of the Regression Analysis of 
the Effect of Perceived Organizational Citizenship 
Behavior and Its Subcategories on the Job 
Performance of White-Collar Employees 
Table 4 shows the results of the regression analysis of 
the effect of perceived organizational citizenship 
behavior and its subcategories on the job performance 
of white-collar employees 

 

 



International Journal of Management and Applied Science, ISSN: 2394-7926                                                 Volume-4, Issue-11, Nov.-2018 
http://iraj.in 

The Effect of Organızatıonal Citizenshıp Behavior on Job Performance: A Case Study on Blue and White-Collar Employees 
 

20 

 
Table 4. The Results of the Regression Analysis of the Effect of Perceived Organizational Citizenship Behavior and Its 

Subcategories on the Job Performance of White-Collar Employees 
 

The findings available in Table 4 show that the 
altruism subfactor of organizational citizenship 
behavior of white-collar employees has a significant 
effect on their job performance (F (1, 133) = 73.702, p= 
0.00< .05). This correlation is positive between two 
variables and it is of average significance. When 
determination coefficient (R=0.59, R2=0,35) is 
considered, it can be said that 35% of the total 
variance of the job performance can be explained by  
the altruism variable. 
The findings available in Table 4 show that the 
conscience subfactor of organizational citizenship 
behavior of white-collar employees has a significant 
effect on their job performance (F (1, 133) = 190.325, p= 
0.00< .05). This correlation is positive between two 
variables and it is of average significance. When 
determination coefficient (R=0.76 R2=0.58) is 
considered, it can be said that 58% of the total 
variance of the job performance can be explained by 
the conscience variable. 
The findings available in Table 4 show that the 
kindness subfactor of organizational citizenship 
behavior of white-collar employees has a significant 
effect on their job performance (F (1, 133) = 119.319, p= 
0.00< .05). This correlation is positive between two 
variables and it is of average significance. When 
determination coefficient (R=0.68, R2=0,47) is 
considered, it can be said that 47% of the total 
variance of the job performance can be explained by 
the kindness variable. 
The findings available in Table 4 show that the fair-
play subfactor of organizational citizenship behavior 
of white-collar employees has a significant effect on 
their job performance (F (1, 133) = 96.143, p= 0.00< .05). 
This correlation is positive between two variables 
and it is of average significance. When determination 
coefficient (R=0.64, R2=0.42) is considered, it can be 
said that 42% of the total variance of the job 
performance can be explained by the fair-play 
variable. 
The findings available in Table 4 show that the civil 
virtue subfactor of organizational citizenship 

behavior of white-collar employees has a significant 
effect on their job performance (F (1, 133) =111.405, 
p= 0.00< 0.05). This correlation is positive between 
two variables and it is of average significance. When 
determination coefficient (R=0.67, R2=0,45) is 
considered, it can be said that 45% of the total 
variance of the job performance can be explained by 
the civil virtue variable. 
The findings available in Table 4 show that the 
organizational citizenship behavior scale of white-
collar employees has a significant effect on their job 
performance (F (1, 427) = 160.978, p= 0.00< .05). This 
correlation is positive between two variables and it is 
of average significance. When determination 
coefficient (R=0.74, R2=0.58) is considered, it can be 
said that 58% of the total variance of the job 
performance can be explained by organizational 
citizenship behavior scale. 
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