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Abstract 

The purpose of this study was to explore the relationship between perceived organizational support and organizational 

citizenship behavior of the employees in NHA (National Highway Authority) of Pakistan. Data was collected through 

questionnaires distributed in a survey and overall 200 useable filled questionnaires were received. Convenience sampling 

technique was applied for the selection of sample and SPSS 16 was used for the analysis of the data. Results indicate that 

positive environment, organizational resources, the behavior of the employees, organizational environment, and other related 

factors are all linked to organizational citizenship behavior positively. This paper also provides the implications of the study for 

human resource managers and tries to find out how to improve organizational citizenship behavior in the organizations by 

providing organizational support to the employees. 
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1. Introduction 

The business world is striving for the growth and 

performance of the organizations, and only those owners 

would able to survive who care for their human capital. In 

return for the support from organizations, employees 

manifest organizational citizenship behavior in their 

interactions. Organizational citizenship behavior (OCB) is 

such voluntary actions of employees that are not clearly part 

of the job, and that tend to encourage the organization (Organ, 

1988). Employees are backbone of an organization and 

organizations use different methods to build harmony among 

members (Luthans et al., 2004). 

Many organizations offer retirement fund facility after the 

full path down to the employee, and many organizations set 

up their own hospitals and schools for the benefits of 

employees, and also give many grants to employees to 

inspire work. Organ (1988) deconstructed the dimension of 

general compliance and added additional dimensions of OCB. 

This deconstruction resulted in a five-factor model consisting 

of altruism, courtesy, conscientiousness, civic virtue, and 

sportsmanship. An employee who practices OCB may belong 

to a muscular group of players who maintains the spirit of 

support (Niehoff & Moorman, 1993) between age group and 
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keep the feelings of others highly positive. As a bonus, 

housing rent allowance etc. these actions inspire the worker 

honestly do for the organization. Government sector provides 

opportunities to their employees but the workers are not 

committed with the organization. What are the fundamental 

problems exists there? We want to know that? The problem is 

the absence of administration, or Politian issues. Govt. sector 

provide every opportunity for the employees. The problems 

are, in principle, can exist or not. Thus, various issues 

involved in this quest. This research is being conducted on 

the organization of the National Highway Authority (NHA), 

which is responsible for the developed, operating and 

maintaining the National Highway and motorway networks 

throughout Pakistan. 

2. Literature Review 

Organizational citizenship behavior (OCB) is defined as 

behavior that (a) is of the basic needs of the job, (b) has a 

huge prospective unlimited, and (c) critical for the benefit of 

the organization (Lambert et al., 2008). OCB is employee’s 

behavior that, while not critical to the duty or project, serves 

to promote the functioning of organizations (Lee and Allen, 

2002) Organizational citizenship behavior significantly 

affects the work place in which employees have to give the 

autonomy in the assigned projects and organization focuses 

on the cognitive environment in which employees can share 

their knowledge with each other (Hsu & Lin, 2008). 

Exploring job satisfaction among government employees 

usually best predicted cause by interpersonal associations and 

collaboration perceptions (Kais et al., 2005). When the 

pressure is increased in the organizational environment it 

leads to increase the job stress level of the employees and 

diminishes the job satisfaction level among them. The major 

factor which plays an accelerated role in increasing the 

problems in the organizational climate is the personal 

conflicts and lack of trust among the employees of the 

organizations. Johnsrud & Rosser (2002) studied the 

operational level of the employees and concluded that the 

core factors which affect the job satisfaction significantly are 

the appreciation through proper reward system, 

organizational justice and flexibility in the working 

environment. Costa & Akerstedt (2006) described that 

progressive organizational environment pertains collective 

effort, security and strong interpersonal relationships. ''They 

accomplished that the overall satisfaction is the creation of a 

composite stability of many ingredients.'' 

Belcher (1991) tested a basic model for the workers on the 

stages of the occupation described that with the increase of 

autonomy in the working environment the privlige also 

increases with the job and your relationship with peers 

expands and strengthen which helps to reduce the workload 

and increases the job satisfaction. According to Sonmezer 

and Eryaman (2008) recognition, power, horizontal and 

vertical relationship, creativity and innovative skills are the 

major determinants of organizational behavior of the 

employees. 

3. Research Methodology 

Questionnaires were distributed among members of the 

organization (National Highway Authority) by using 

convenience sampling. Population of this study was 

employees working in different departments of this national 

level service in Pakistan such as IT department, Motorway 

Police, Budget & Account department, Revenue Department, 

Establishment Section, Computer department etc. 

National Highway Authority headquarters in Islamabad and 

sub offices in Lahore, Karachi and Quetta. Their main goal is 

to provide all general transport routes and motor road and all 

bridges outside view and control all motor road departments 

like; motor way police etc. The power of the people in this 

organization in thousands, NHA Lahore branch staff strength 

is about 450, and 200 members were selected at random from 

the total number of members for this study purpose for (N = 

200) of our respondents rate. This is a research study on the 

basis of the primary data and questionnaire is based on all the 

elements of the perceived organizational support and 

organizational citizenship behavior. Five point Likert scale 

was used. Personal demographic information was also 

collected in this analysis and items were included in the pilot 

study, the relevant articles are also included in order to 

collect all necessary information. 

4. Theoretical Framework 

Figure 1.0 presents the pictorial diagram of model and 

theoretical framework for the study in which both the 

variables are correlated. 

 

Figure 1.0. Theoretical Framework 

5. Hypotheses Development 

On the basis of literature given before, the only hypothesis 

for this study is described below. 

H1: There is a positive relationship between perceived 

organizational support and organizational citizenship 

behavior. 
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6. Results and Findings of the 
Study 

Table 1 show that the data is collected from 200 respondents 

in which majority of the respondents are male (63.5%) and 

female represents the (36.5%) of the population. The 

majority of the respondents has age of between 40-49 (29.5%) 

and is married (61.5%). Most of the respondents have 2-3 

years’ experience (29%). 

Table 1. Respondent ID information 

Item Categories Frequency Percentage 

Gender 
Male 127 63.5 

Female 73 36.5 

Age 

20-24 38 19 

25-29 28 24 

30-39 45 22.5 

40-49 59 29.5 

50-59 10 5 

Marital status 
Married 123 61.5 

Single 77 38.5 

Job Tenure 

Less than one year 7 3.5 

1-2 year 14 7 

2-3 year 58 29 

3-5 year 46 23 

5-10 year 47 23.5 

More then 10 year 28 14 

Gender: In our study there were 200 respondents in which 

127 (63.5%) are male, and female are 73 (36.5%) as shown 

in figure 2.0. 

 

Figure 2.0. Gender of Respondents 

Job tenure: Less than one year is 7 (3.5%), 1-2 year 14 (7%), 

and 2-3 year 58 (29%), and 3-5 year 46 (23%), and 5-10 year 

47 (23.5%), and more than 10 year in which 28 (14%) are 

respondent rely as shown in figure 3.0. 

Age: In our investigation the percentage of employees age 

ranging from 20-24 in which 38 (19%) respondent and 25-29 

in which 28 (24%), and 30-39 in which 45 (22.5%), and 40-

49 in which lie 59 (29.5%), 50-59 in which respondent 10 

(5%) as shown in figure 4.0. 

Marital status: Married is 123 (61.5%) and single is 77 

(38.5%) as shown in figure 5.0. 

 

Figure 3.0. Job Tenure of Respondents 

 

Figure 4.0. Marital Statuses of Respondents 

 

Figure 5.0. Marital Statuses of Respondents 
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Table 2. Descriptive analysis of all the items (Percentages are given in brackets) 

Item 
Strongly 

Disagree 
Disagree Neither Agree 

Strongly

Agree 

1 “My organization cares about my opinions” 0 0 6(3.0) 143 (71,5) 51 (25.5) 

2 “My organization really cares about my well-being” 4(2) 3(1.5) 10(5) 161(80.5) 22(11) 

3 “My organization strongly considers my goals and values” 0 10(5) 7(3.5) 134(67) 49(24.5) 

4 “Help is available from my organization when I have a problem” 0 3(1.5) 21(10.5) 133(66.5) 43(21.5) 

5 “My organization would forgive an honest mistake on my part” 4(2) 11(5.5) 18(9) 120(60) 47(23.5) 

6 “The work I do is very important to me” 3(1.5) 4(2.0) 17(8.5) 146(73.0) 30(15.0) 

 7 “My job activities are personally meaningful to me” 7(3.5) 15(7.5) 23(11.5) 137(68.5) 18(9) 

 “The work I do is meaningful to me” 0 10(5) 21(10.5) 132(66) 37(18.5) 

8 “I am confident about my ability to do my job” 14(7) 0 33(16.5) 125(62.5) 28(14) 

9 “I am self-assured about my capabilities to perform my work activities” 4(2) 7(3.5) 26(13) 122(61) 41(20.5) 

10 “I have mastered the skills necessary for my job” 6(3) 4(2) 10(5) 126(63) 54(27) 

11 “I can decide on my own how to go about doing my work” 7(3.5) 19(9.5) 14(7) 15(7.5) 45(22.5) 

12 
“I have considerable opportunity for independence and freedom in how I 

do my job” 
10(5) 10(5) 47(23.5) 103(51) 30(15) 

13 “My impact on what happens in my department is large” 10(5) 16(8) 16(8) 130(65) 28(14) 

14 “I have a great deal of control over what happens in my department” 16(8) 0 11(5.5) 118(59) 55(27) 

15 “I have significant influences over what happens in my department” 7(3.5) 14(7) 17(8.5) 118(59) 44(22) 

16 “Helps orient new people even though it is not required” 7(3.5) 11(5.5) 25(12.5) 122(61) 35(17.5) 

17 “Is always ready to lend a helping hand to those around him/her” 8(4) 3(1.5) 21(10.5) 135(67.5) 33(16.5) 

18 “Takes steps to prevent problems with other workers” 6(3) 0 18(9) 117(58.5) 59(29.5) 

19 “Is mindful of how his/her behaviour affects other people’s jobs” 10(5) 0 17(8.5) 131(65.5) 42(21) 

20 “Does not abuse the rights of others” 6(3) 0 24(12) 129(64.5) 41(20.5) 

21 “Tries to avoid creating problems for co-workers” 4(2) 9(4.5) 13(6.5) 125(62.5) 49(24.5) 

22 “Obeys company rules and regulations even when no one is watching” 6(3) 10(5) 22(11) 117(58.5) 45(22.5) 

23 ‘I am one of my most conscientious employees” 3(1.5) 11(5.5) 20(10) 125(62.5) 41(20.5) 

24 “Believes in giving an honest day’s work for an honest day’s pay” 0 0 21(10.5) 122(61) 53(28.5) 

25 “Fulfilling specific job responsibilities” 4(2) 0 22(11) 135(76.5) 45(19.5) 

26 “Meeting performance standards and expectations” 3(1.5) 0 10(5) 129(64.5) 47(23.5) 

27 “The performance level of this employee is satisfactory” 4(2) 0 14(7) 135(67.5) 47(23.5) 

28 “This employee is effective in his or her job” 4(2) 14(7) 15(7.5) 116(58) 51(25.5) 

29 
“This employee performs better than many other employees who perform 

the same job” 
4(2) 11(5.5) 11(5.5) 90(45) 84(42) 

30 “This employee produces high-quality work” 7(3.5) 15(7.5) 0 124(62) 54(27) 

Table 3. Reliability statistics 

Items Variables Mean SD Cronbach alpha α 

1 POS 4.0720 .36864 .583 

2 Meaning 3.8933 .52600 .582 

3 Competence 3.9567 .52975 .683 

4 Self Determination 3.7625 .78288 .548 

5 Impact 3.8890 .51537 .502 

6 Courtesy 4.0563 .53133 .713 

7 Conscientiousness 4.0183 .60998 .683 

8 Job performance 4.0675 .53963 .747 

 

Table 3.0 indicates the descriptive statistics (mean, standard 

deviation), reliability coefficients and of independent (POS) 

and dependent variable which is job performance. As the 

reliability of some constructs was low, items with less 

interitem correlation were deleted before the analysis was 

performed. The deletion of items improved reliability. The 

mean value for POS, 4.0720 which is higher and for self-

determination 3.95, which is the dimension of organizational 

citizenship behavior, is higher. In this analysis POS have 

dimensions which are meaning, competence, self-

determination, impact, courtesy, conscientiousness, while 

other variable, job performance contains organizational 

citizenship behavior of employees which is also called extra 

role performance of employees. 
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Table 4. Correlation analysis 

Variables POS Meaning Competence Self Determination Impact Courtesy Conscientiousness’ 
OCB (Extra Role 

Performance) 

POS 1        

Meaning .188** 1       

Competence .095 .310** 1      

Self Determination .161* .127 .270** 1     

Impact .274** .008 .252** .378** 1    

Courtesy .173* .263** .351** .312** .300** 1   

Conscientiousness -.106 .036 .334** .093 .078 .331** 1  

OCB (Extra Role 

Performance) 
.123 .040 .026 -.006 .192** .077 .346** 1 

 

The correlation results shows that there exist a significantly 

moderate relation between perceived organizational support 

(POS) and Organizational Citizenship Behavior (OCB) but 

one dimension of OCB, Conscientiousness is negatively 

related to perceived organizational support. Correlation 

analysis is helpful in creating and discovering the 

relationship among the variables and creates a sense that all 

variables are associated with each other whether negatively 

or positively. 

7. Conclusion & Managerial 
Implications 

The finding of this research studies is that there exist the 

positive relationship between perceived organizational support 

and organizational citizenship behavior. The organizational 

support comprises of different factors such as compensation 

system, organizational justice, leadership skills and employee 

empowerment when these factors increases then it ultimately 

affect the organizational citizenship behavior of the employees. 

When the organizational citizenship behavior of the employees 

enhance in the firm then it leads the organization to the 

profitable way and set new benchmarks of the success because 

the employees become loyal for the organizations. They set 

aside their personal interest and give priorities to the 

organizational goals and objectives. The managers should 

introduced target oriented reward based system and reduce the 

organizational politics by strengthen the fairness policies so 

that no employees morale decreases which helps enhance the 

organizational citizenship behavior and they start will start 

work in an enthusiastic manner. 
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