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Abstract 

The objective of this study was to test the mediating effect of psychological capital on the relationship 

between organizational citizenship behavior and organizational commitment. Data were gathered from 316 

faculty members including lecturers, associate professors, assistant professors and professors of 5 private 

sector universities: Iqra National University, Sarhad University of Science and Information Technology, 

Abasyn University, Qurtuba University of Science and Information Technology and City University 

operating in Khyber Pakhtunkhwa, Pakistan. The results of correlation revealed a significant relationship 

between OCB and OC (.337**, p = 0.000), OCB and PC (.455**, p = 0.000) and PC and OC (.308**, p = 

0.000). the results of Structural equation modeling showed a positive impact of organizational citizenship 

behavior on organizational commitment (Beta value, .24). Organizational citizenship behavior also showed 

a significant impact on psychological capital (Beta value .52). Similarly, psychological capital showed a 

significant impact on organizational commitment (Beta value .30). The impact of organizational citizenship 

behavior on organizational commitment reduced from .39 to .24 when psychological capital was introduced 

as a mediator. A partial mediation was confirmed.  

Keywords: Organizational Citizenship Behavior; Psychological Capital; Organizational Commitment; 

Teachers; Private Universities; Pakistan. 

Introduction 

In the 1980s, the phrase "organisational 

citizenship behaviour" (OCB) was created to 

describe those who are prepared to go above and 

beyond what is required of them (Organ, 2018). 

Since then, studies on OCB have demonstrated a 

quick rise in the interest of academics to examine 

it, using it in a variety of fields and, as a result, in 

a variety of organisational settings (Podsakoff, 

MacKenzie, & Podsakoff, 2018). Lau and Lam 

(2008) have defined OCB as the “extra efforts 

performed by the whole team, that are above and 

beyond what is required, and contribute to the 

effective functioning of the organization”. 

According to Organ (2014), OCB is a type of 

optional workplace behaviour that contributes to 

the "maintenance and enhancement of the social 

and psychological context that supports task 

performance." OCB is composed of five 

dimensions which are “altruism, 

conscientiousness, sportsmanship, courtesy and 

civic virtue” (Organ, 1988). Altruism describes 

charitable deeds directed towards particular 

people. Conscientiousness describes helpful 

actions directed towards the organisation as a 

whole. Sportsmanship describes an employee's 

willingness to put up with less-than-ideal 

conditions without complaining. Courtesy, which 
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describes actions meant to avert future issues. 

Civic virtue describes an action of concern for the 

organization's survival. Mild to high level of 

OCB culminates in increased job performance 

(Al-Mahasneh, 2015; Basu, Pradhan, & Tewari, 

2017; Chiang & Hsieh, 2012; Purwanto, 2022; 

Sa'adah & Rijanti, 2022; Supriyanto, Ekowati, & 

Maghfuroh, 2020; Wei, 2014), increased job 

satisfaction (Fatimah, Amiraa, & Halim, 2011; 

Odoch & Nangoli, 2013; Singh & Singh, 2018; 

Weikamp & Göritz, 2016), and decreased 

turnover intention (Coyne & Ong, 2007; 

Manoppo, 2020; Sharoni et al., 2012; Shbail & 

Shbail, 2020).  

Within the discipline of positive psychology, the 

idea of psychological capital was established. 

Luthans, Avey, Avolio, Norman, and Combs 

(2006) defined PC as "an individual's positive 

psychological state of development" (p. 388), 

which is represented by four dimensions: 1. Self-

efficacy, or the willingness to put in the effort 

required to complete difficult assignments; 2. 

Optimism, or the belief that one will succeed in 

actions taken both now and in the future; 3. Hope, 

or the willingness to persevere in pursuing goals 

and, when necessary, to reevaluate paths to these 

targets; and 4. Resilience, or the ability to deal 

with setbacks and hardships by "sustaining and 

bouncing back and even beyond" in order to 

achieve successes (Luthans, Avolio, Avey, & 

Norman, 2007; Luthans, Youssef, & Avolio, 

2015). PC is associated with OC (Etebarian, 

Tavakoli, & Abzari, 2012; Hsu, Chun-Yang, Pi-

Hui, & Ching-Wei, 2019; Nguyen & Ngo, 2020; 

Shahid & Ali, 2019; Tang, Shao, & Chen, 2019), 

job satisfaction (Badran & Youssef-Morgan, 

2015; Kaplan & Biçkes, 2013; Ngwenya & 

Pelser, 2020), and job performance (Gong, Chen, 

& Wang, 2019; Kappagoda, Othman, Zainul, & 

Alwis, 2014; Xu et al., 2022).   

According to Allen and Meyer (2000), 

organisational commitment is a psychological 

condition that characterises a worker's connection 

with the company and lowers the possibility that 

the worker would quit it. Furthermore, according 

to Allen and Meyer (2000), organisational 

psychologists have examined a number of work 

attitude variables; nevertheless, among these, 

only job satisfaction has received greater 

attention from researchers than organisational 

commitment. Employee devotion, motivation to 

continue as members of the organisation, and 

confidence in the organization's objectives and 

ideals are all considered aspects of organisational 

commitment (Mowday, Porter, & Steers, 2013). 

Moreover, there might be a significant 

connection between an individual's identity and 

their involvement in an organisation through 

organisational commitment (Mowday, Steers, & 

Porter, 1979). Three elements were highlighted in 

the organisational commitment model by Allen 

and Meyer (1990): Three types of commitment 

exist: (1) affective, (2) continuous, and (3) 

normative. Affective commitment is the term 

used to describe the emotional bond that 

employees have with the organisation and with 

participating in its operations. Continuous 

commitment includes a readiness to remain 

employed because to the benefits of continuing 

with the company or the expenses associated with 

leaving. Normative commitment includes every 

worker's desire to remain employed by the 

organisation. OC is positively connected with job 

performance (ALI & AHMAD, 2021; Hendri, 

2019; Loan, 2020; Meyer, Paunonen, Gellatly, 

Goffin, & Jackson, 1989; Ridwan, Mulyani, & 

Ali, 2020), work engagement (Albdour & 

Altarawneh, 2014; Rameshkumar, 2020; Sahni, 

2019), job satisfaction (Adekola, 2012; ALI & 

AHMAD, 2021; Eslami & Gharakhani, 2012), 

and negatively related to turnover intention (ALI 

& AHMAD, 2021; Guzeller & Celiker, 2020; 

Marsh & Mannari, 1977; Rawashdeh & Tamimi, 

2020), and job burnout (Akdemir, 2019; Meng et 

al., 2019). The following hypotheses are 

developed keeping in view the above discussion: 
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H1: OCB is significantly related to OC among 

faculty members of private universities, Pakistan 

(FMPUP).  

H2: OCB is significantly related to PC among 

FMPUP. 

H3: PC is significantly related to OC among 

FMPUP. 

H4: The link between OCB and OC among 

FMPUP is mediated by PC.  

Research methods 

Sample and Data collection  

Data were gathered from 316 faculty members 

including lecturers, associate professors, assistant 

professors and professors of 5 private sector 

universities which were Iqra National University, 

Sarhad University of Science and Information 

Technology, Abasyn University, Qurtuba 

University of Science and Information 

Technology and City University operating in 

Khyber Pakhtunkhwa, Pakistan. Three hundred 

and fifty questionnaires were physically 

administered to the respected teachers. Three 

hundred and sixteen (N = 316) questionnaires 

were received after two reminders. The 

respondents include 290 male and the rest 26 

female. Twenty one (N=21) professors, sixty two 

(N=62) Associate Professors, ninety five (N=95) 

Assistant Professors and one hundred and thirty 

eight (N=138) Lecturers took part in the current 

study.  

Measurement  

 

Organizational Citizenship Behavior 

Organizational citizenship behavior was 

measured through Organisational Citizenship 

Behaviour scale (Podsakoff, MacKenzie, 

Moorman, & Fetter, 1990). OCB comprises five 

facets which are “altruism, sportsmanship, 

conscientiousness, civic virtue, and courtesy”. 

Each facet is composed of 4 items. Items of 

Organisational Citizenship Behaviour include 

“Helps others who have heavy workloads” and 

“Helps others who have been absent” (Altruism). 

“Is always punctual” and “Does not take extra 

breaks” (Conscientiousness). “Consults with me 

or other individuals who might be affected by 

his/her actions or decisions” and “Does not abuse 

the rights of others” (Courtesy). “Consumes a lot 

of time complaining about trivial matters” and 

“Tends to make “mountains out of molehills” 

(Sportsmanship). “Keeps abreast of changes in 

the organization” and “Attends functions that are 

not requited, but that help the company Image” 

(Civic Virtue). 7 point Likert scale “ranging from 

1: strongly disagree to 7: strongly agree” was 

used.  

 

Table 1: Reliability of “Altruism, Sportsmanship, Courtesy, Civic Virtue and Conscientiousness”   

 Cronbach’s Alfa 

Altruism .93 

Sportsmanship .89 

Courtesy .87 

Civic Virtue .88 

Conscientiousness .83 

Psychological Capital  Psychological Capital was measured through 

psychological capital questionnaire (Luthans et 
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al., 2006). This scale is composed of four facets 

which are “Hope, Resiliency, Optimism, and 

Efficacy”. Each facet of PC is composed of six 

items. Examples of psychological capital include 

"Right now I see myself as being quite successful 

at work," and "If I should find myself in a jam at 

work, I could think of several methods to get out 

of it" (Hope). "I typically take tough things at 

work in stride" and "When I experience a setback 

at work, I have trouble rebounding from it, 

moving on (Resiliency)". "I feel confident 

representing my work area in meetings with 

management," and "I feel confident helping to 

create targets/goals in my work area" Efficacy. 

"If something can go wrong at work, it will," and 

"I always see the bright side of things about my 

employment" (Optimism). 6 point Likert scale 

“ranging from 1: strongly disagree to 6: strongly 

agree” was used. 

 

Table 2: Reliability of “Hope, Resiliency, Optimism and Efficacy” 

 Cronbach’s Alfa 

Hope .94 

Resiliency .91 

Efficacy   .93 

Optimism  .87 

 

Organizational Commitment 

Organisational Commitment was measured 

through organizational commitment scale 

(Meyer, Allen, & Gellatly, 1990). This scale is 

composed of 3 facets which are “Affective, 

Continuous, and Normative Commitment”. Each 

facet is composed of six items. A few items of 

organizational commitment include “I would be 

very happy to spend the rest of my career in this 

organization.” and “I really feel as if this 

organization’s problems are my own” (Affective 

Commitment). “It would be very hard for me to 

leave my job at this organization right now even 

if I wanted to” and “I believe I have too few 

options to consider leaving this organization” 

(Continuous Commitment).  “Even if it were to 

my advantage, I do not feel it would be right to 

leave” and “I would feel guilty if I left 

this organization now” (Normative 

Commitment). 6 point Likert scale “ranging from 

1: strongly disagree to 6: strongly agree” was 

used. 

  

Table 3: Reliability of “Affective, Continuous, and Normative” 

 Cronbach’s Alfa 

Affective  .94 

Continuous .91 

Normative .93 

 

Results  

Table 4: Correlations among OCB, PC and OC 

 OCB PC OC 
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OCB 

Pearson Correlation 1 .455** .337** 

Sig. (2-tailed)  .000 .000 

N 394 394 394 

PC 

Pearson Correlation .455** 1 .308** 

Sig. (2-tailed) .000  .000 

N 394 394 394 

OC 

Pearson Correlation .337** .308** 1 

Sig. (2-tailed) .000 .000  

N 394 394 394 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Table 4 reveals the relationship among OCB, PC 

and OC. The results revealed a significant 

relationship between OCB and OC (.337**, p = 

0.000), OCB and PC (.455**, p = 0.000) and PC 

and OC (.308**, p = 0.000). Hence, we accept: 

H1: OCB is significantly related to OC among 

faculty members of private universities, Pakistan 

(FMPUP).  

H2: OCB is significantly related to PC among 

FMPUP. 

H3: PC is significantly related to OC among 

FMPUP. 

Model: OCB and OC through 

Psychological Capital 

 

In the current research, the three-factor model—

organizational citizenship behavior, 

psychological capital and organizational 

commitment—was tested through the use of 

structural equation modelling. RMSEA, .064; 

CIF, .983; GFI, .949; RMR, .053; DF, 51; P, .000; 

CMIN/CHI SQUARE, 133.710; and CMIN/DF, 

2.622 fit the data very well. This research showed 

a positive impact of organizational citizenship 

behavior on organizational commitment (with a 

regression value of .24). Organizational 

citizenship behavior also showed a significant 
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impact on psychological capital (regression value 

of .52). Similarly, psychological capital showed a 

significant impact on organizational commitment 

(regression coefficient of .30). The values of 

factor loadings of all facets of organizational 

citizenship behavior, psychological capital and 

organizational commitment are within 

acceptable. The impact of organizational 

citizenship behavior on organizational 

commitment declined from .39 to .24 when 

psychological capital was introduced as a 

mediator. A partial mediation was confirmed. 

Keeping in view the above results, we accept: 

H1: OCB is significantly related to OC among 

faculty members of private universities, Pakistan 

(FMPUP).  

H2: OCB is significantly related to PC among 

FMPUP. 

H3: PC is significantly related to OC among 

FMPUP. 

H4: The link between OCB and OC among 

FMPUP is mediated by PC. 

Table: values of RMSEA, CIF, GFI, RMR, DF, P, CMIN/CHI SQUARE, and CMIN/DF 

Index  Value  

CMIN 133.710 

DF 51 

CMIN/DF 2.622 

P .000 

CFI .983 

RMSEA .064 

AGFI .922 

GFI .949 

RMR .053 

 

Table 5 shows the values of RMSEA, CIF, GFI, 

RMR, DF, P, CMIN/CHI SQUARE, and 

CMIN/DF. The values of RMSEA, .064; CIF, 

.983; GFI, .949; RMR, .053; DF, 51; P, .000; 

CMIN/CHI SQUARE, 133.710; and CMIN/DF, 

2.622 are in acceptable range. Therefore, the 3-

factor model of organizational citizenship 

behavior, psychological capital and 

organizational commitment was accepted.  

Conclusion  

The objective of this study was to test the 

mediating effect of psychological capital on the 

relationship between organizational citizenship 

behavior and organizational commitment. Data 

were gathered from 316 faculty members 

including lecturers, associate professors, assistant 

professors and professors of 5 private sector 

universities: Iqra National University, Sarhad 

University of Science and Information 

Technology, Abasyn University, Qurtuba 

University of Science and Information 

Technology and City University operating in 

Khyber Pakhtunkhwa, Pakistan. The results of 

correlation revealed a significant relationship 

between OCB and OC, OCB and PC and PC and 

OC. The results of Structural equation modeling 

showed a positive impact of organizational 

citizenship behavior on organizational 

commitment (Beta value, .24). Organizational 

citizenship behavior also showed a significant 

impact on psychological capital (Beta value .52). 

Similarly, psychological capital showed a 

significant impact on organizational commitment 
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(Beta value .30). The impact of organizational 

citizenship behavior on organizational 

commitment reduced from .39 to .24 when 

psychological capital was introduced as a 

mediator. A partial mediation was confirmed.  
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