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Abstract 

 
Aim: This study examines the relationship between Psychological Ownership (PO) on Job Satisfaction (JS) and 

Organizational Citizenship (OCB) behaviour. 

Materials and Methods: Using 240 front-line samples from five-star hotel workers, these studies are quantitatively 

planned. Empirical data were collected from employees via a questionnaire and analysed using Partial Least Square 

(PLS).  

Results and discussions: The results indicates that Psychological Ownership (PO) and Job Satisfaction (JS) enhance 

the Organizational Citizenship behaviour (OCB), but the Psychological Ownership (PO) has a stronger impact. This 

result also provides evidence that there is a disparity in control between the employee's personality and their attitude 

toward their actions at the workplace.  

Conclusions: The findings of this article can provide insights to improve the Organizational Citizenship behaviour 

(OCB) of employees, and that management must pay attention to personalities of employees, as personality traits of 

workers appear to influence Organizational Citizenship behaviour (OCB). This study examined the attitude effect 

(JS) and personality traits (PO) against OCB. Theoretically, some previous studies suggest that the predictors of 

OCB are JS and organizational engagement as indicators of the attitudes of the employees. Thus, this study would 

like investigate JS, PO and OCB at well-known hotels in Bali, Indonesia.  

Keywords: psychological ownership, job satisfaction, organizational citizenship behaviour.  

 
Introduction 

One of the prominent hospitality industries contributing to national economic growth is the 

tourism industry, specifically the hotel industry (Tsai & Wu, 2010; Darma et al., 2020). Economic growth 

notwithstanding, the industry has a reputation for inadequate working conditions in the hospitality sector 

(e.g. Arusteu, 2013; Kamri et al., 2020; Ratnasari et al., 2020), as evidenced by the comparatively limited 

efforts made by organizations to improve poor working conditions and the quality of human resources 

(Suharto et al., 2019). Hallin & Marnburg (2008) noted that employees play an significant role in 
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increasing customer satisfaction and loyalty. Another study applying descriptive resource-based view 

theory (Barney, 1991) indicated that human resource management is one of the most precious and scarce 

of all company assets. Successful organizations often encourage their employees to work beyond their 

primary tasks (Robbins & Judge, 2015). The work contributions of employees that go beyond their formal 

job description duties are known as OCB (Podsakoff et al., 2000; Smith et al., 1983). The concept of OCB 

has become important for research into organizational behavior (Markoczy & Xin, 2001). OCB is 

described as a form of work behavior with various aspects of work attitudes as the key predictors of 

enhancing work behavior (Podsakoff et al., 2000; Smith et al., 1983) and greater organizational 

performance (Podsakoff et al., 2000; Organ & Ryan, 1995; Podsakoff et al., 2009; Asha & Jyothi, 2013) 

by hiring the best staff (Podsakoff et al., 2003). 

There are a number of factors that can form OCB, and one of the main deciding factors is work 

satisfaction (Zhao et al., 2014). Satisfied workers are more likely to speak favorably about the company 

(Afaq Ahmed et al., 2017), support their colleagues, and perform beyond usual standards (Foote & Li-

Ping Tang, 2008; Noermijati & Primasari, 2015; Riana, 2018). They may therefore be more cooperative 

when duty calls because they want to repeat these positive experiences (Anwar et al., 2017; Aftab, 2012; 

Khalid et al., 2011) and demonstrate their good interpersonal skills (Chiaburu et al., 2011). People who 

care about others and seek to do their best will exercise these skills in connection with responsibilities that 

the company and the job require (Heyrani & Hameh Khani, 2017). This behavior reflects OCB, a concept 

that is not mentioned in formal job descriptions but is highly valuable as it increases the efficiency of the 

organization (Katz, 1964; Sloat, 1999). Moreover, it is crucial for management to satisfy employees by 

continuously maintaining internal relations, the compensation system and the work itself (Ileri & Soylu, 

2012). 

A number of researchers (Samancioglu et al., 2020; Agrawal & Gautam, 2020; Yoon & Suh, 

2003) have shown that JS has a significant impact on OCB. Kumar, Bakhshi and Rani (2009) point out 

that there is increasing evidence that OCB is significantly influential and capable of improving individual, 

team, and organizational performance. Foote and Li-Ping Tang (2008) emphasized that JS contributes 

significantly to the cultivation of OCB among employees. Many researchers (Choi et al., 2019; Zeinabadi, 

2010; Foote & Li & Ping Tang, 2008) argue that JS is a dominant factor directly affecting the level of 

OCB demonstrated by employees. In addition to JS, psychological ownership (PO) is one of the factors 

that cultivate OCB among employees (Ramos et al., 2014). Employees can develop positive, negative or 

even mixed feelings about behavior through PO (Pierce et al., 2001). 

Van Dyne & Pierce (2004) stated that PO is an individual psychological condition that generates a 

possessive attachment to a specific target. Bambale (2013) presents the possibility that psychological 

possession is one of OCB's primary determinants. Scholars have found that the more severe the 

organizations' possessive connection, the higher the JS level (Van Dyne & Pierce, 2004; Mustafa et al., 

2016; Pierce et al., 2001). Strong PO motivates employees to accept a positive, personal or impersonal 

feeling towards their properties. As a form of job behavior, assumptions have been developed in the 

current study to contribute to the role of a job attitude as a key predictor in the analysis. There are two 

employment-related attitudes that are predicted to affect OCB of employees, including: PO (Van Dyne & 

Pierce, 2004; Ramos et al., 2014) and JS (Cohen & Vigoda, 2000; Van Dyne & Pierce, 2004; Cohen & 

Vigoda, 2000; Yoon & Suh, 2003). Similarly, the aim of this study is to analyze the prediction of OCB 

through PO and JS in four-star hotels. One recommendation by Van Dyne and Pierce (2004) was to 

research the effect of PO on employee behavior in non-Western settings. The current study attempts to fill 

that gap in extant literature. Additionally, the study builds upon extant literature by examining the 

concepts of OCB and PO within the realm of service-based business, and more specifically, the hotel 

industry.   

 

Literature Review 

 PO is a manifestation of a psychological sense of ownership of the organization (Van Dyne & 

Pierce, 2004). Psychological feelings of ownership of the object do not depend on whether the subjects 

consider themselves to be the legal owner of the object; they can be claimed by employees who, even in 
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the form of stock, have no ownership of the company at all, yet feel as though they take a small part of 

ownership. Such ownership emotions may motivate employees to behave positively, develop self-efficacy 

and strengthen their sense of obligation towards the organization. Their sense of ownership within the 

organization, including creating OCB, has a beneficial influence on the organization (Van Dyne & Pierce, 

2004; Ramos et al., 2014). Research by Van Dyne and Pierce (2004) shows that PO or feelings of 

ownership towards the company psychologically motivates workers to do more than the standard job 

requirements demand as part of their work (Mustafa et al., 2015; Pan et al., 2014). Based on these 

concepts; we propose the following: 

Hypothesis 1: Psychological Ownership has a significant influence on OCB. 

 The Pay (compensation) element refers to the pay workers earn. It is assumed to be within 

reasonable levels of fairness and equitability among the organization's colleagues. Regarding the 

advancement of workers, there is an assumed equal probability that workers will be able to improve their 

expertise in different fields, thus creating equal opportunity for upward mobility in the organization. The 

sup rv sor’s pos tion and oversight provide workers the support and technical assistance they need. 

Eventually, JS also contributes to the co-worker atmosphere (Nurak & Riana, 2017). The collaborators 

play a role in providing task-related social and technical support. A high level of JS can affect the 

efficiency and effort of the employees to demonstrate OCB (Cohen & Vigoda, 2000; Van Dyne & Pierce, 

2004). Extant research found that JS and OCB influence each other (Asha & Jyothi, 2013; Kim, 2006; 

Mushtaq et al., 2014; Shokrkon & Naami, 2008). In fact, some studies found that JS affects OCB 

significantly (Mohammad et al., 2011; Murphy et al., 2002). Asha and Jyothi (2013) found a reciprocal 

relationship between internal branding activities and OCB. That is, employee satisfaction and commitment 

to the organization leads to OCB and vice versa. Based on these strong arguments, we propose: 

Hypothesis 2: JS has a significant influence on OCB. 

 Pierce et al. (2001) suggest that PO, manifested by the instinctive sense of ownership, stems from 

three key human motivators. First is efficacy. The sense of ownership, the desire to possess is an intrinsic 

condition that is part of every human being. Possession provides for satisfaction and control. Second, 

individuals establish a sense of self-identity by possessing material and non-material symbols that identify 

and reflect the self. Third, people need to have a place. This territorial ownership of space facilitates the 

feeling of home and is a human need. Combined, these three determinants have major implications for 

behaviour, emotions and psychology. A strong sense of psychological ownership will influence the 

behavior of employees to undertake tasks that are not part of their primary tasks and functions. Studies 

indicate the correlation between PO and JS (Van Dyne & Pierce, 2004; Vandewalle et al.,1995). 

Ownership feelings have been shown to increase job satisfaction, as well as promote an atmosphere where 

JS grows (Van Dyne & Pierce, 2004; Klein & Kozlowski, 2000; Pierce et al., 2004). In addition, happy 

workers appear to take on more than their position demands (Kim, 2006; Murphy et al., 2002; Mushtaq et 

al., 2014; Shokrkon & Naami, 2008). Therefore, we propose: 

Hypothesis 3. Psychological Ownership has a significant influence on JS. 

 

Research Methodology 

 The population of this study is from four-star hotels in Bali. More specifically, the sample 

includes four-star hotels in Kuta and Legian-Bali. This study is quantitative using data collected through 

the distribution of questionnaires to staff in the housekeeping and front office departments. There was a 

total of 350 questionnaires distributed. A total of 255 questionnaires were collected and, after analysis, 

only 240 were considered valid for analysis. The questionnaire consists of five optional answers with 

points ranging from 1 to 5, which are strongly disagreed (1), disagreed (2), neutral (3), agreed (4) and 

strongly agreed (5). The questionnaire contains three variables, namely psychological ownership (PO) 

adopted by Van Dyne and Pierce (2004), JS adapted from research by Spector (1985), and Hakim and 

Sutrisno (2018), and OCB adapted from research by Podsakoff et al. (2000) and Organ (1997).  

 These researchers apply Partial Least Square (PLS3) to examine the hypotheses. The profiles of 

respondents were collected from 240 employees of housekeeping and front office departments. Most of 

the employees in the front office and housekeeping who responded were men—149 respondents 
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(62.08%)—and 91 respondents (37.92%) were women. The majority of the respondents (118 or 49.16%) 

were 21–30 years old, and the age range of 31–40 years old (84 respondents or 35%), and for 41–50 years 

old, there were 38 respondents (15.84%). Educational background showed that the majority of the 

employees have an Associate degree (D1, D2, and D3)—133 respondents (55.41%); 88 respondents 

(36 67%) h v    h  h s hool    r     n  38 r spon  nts (7 92%) h v       h lor’s    r e (S1 and D4). 

In terms of length of work, the majority of the employees had been working for their employer for 3–8 

years (155 respondents or 64.58%); 48 respondents (20%) had been there 9–14 years. The remaining 37 

respondents (15.42%) had been with their employer for less than 3 years. Based on the department, most 

of the respondents (165 respondents or 68.75%) were in housekeeping, and the other 75 respondents 

(31.25%) were in the front office department. 

 

Results 

The validity and reliability test required a model feasibility test for every construct used. The 

analysis results show the validity and reliability test result upon the construct. Table 1 show that the 

Cronb  h’s  lph  v lu s r n    rom 0 6–0.70, so the assessment is considered to be reliable. The next 

assessment of data quality is by examining the rho_A. The variables are considered as reliable if the 

variance rho_A values are higher than 0.70 (>0.70). This result of the data quality test shows that the 

variance of rho-A values are above 0.70; thus  th y  on  rm th  Cronb  h’s  lph  v lu s  wh  h h v  

already been considered as reliable.  
 

Table 1. The Test of Validity and Reliability 

Indicator of Variables CA rho_A CR AVE 

My –    l n s o  own rsh p  s ― ‖ – (X1) 0.815 0.838 0.892 0.734 

Ours –    l n s o  own rsh p  s ―us‖ – (X2) 0.714 0.712 0.820 0.533 

Mine – feelings of ownership in general – (X3) 0.649 0.653 0.811 0.589 

The job itself – (Y11) 0.537 1.032 0.774 0.644 

Pay – (Y12) 0.802 0.818 0.884 0.717 

Supervision – (Y13) 0.870 0.886 0.911 0.718 

Co-worker – (Y14) 0.676 0.677 0.821 0.605 

Altruism (helping others) – (Y21) 0.795 0.805 0.907 0.829 

Conscientiousness – (Y22) 0.746 0.768 0.860 0.678 

Sportsmanship – (Y23)  0.773 0.774 0.868 0.687 

Courtesy – (Y24) 0.847 0.851 0.908 0.767 

Civic virtue – (Y25) 0.674 0.708 0.858 0.751 

(Source: Authors result) 

 

The data quality test also examines the values of composite reliability—they are considered 

reliable if the variance value is a minimum of 0.70 (Chin & Newsted, 1999; Ghozali & Latan, 2012). The 

result of the composite reliability calculation is higher than 0.70, which means the model has met the 

composite criteria. Furthermore, the data that has been analyzed must be qualified to the convergent 

validity. It aims to test the instrument's validity specifically for the reflective indicator. The range of AVE 

values from 0.50 to 0.60 is considered as adequate (Ghozali & Latan, 2012). Therefore, it can be 

concluded that these values meet the convergent criteria. The convergent validity test is also measured 

b s   on th  v lu s o  th  lo   n     tor (≥ 0 50)  rom th   onstru t  n    tor   s pr s nt    n T bl  2   

 
Table 2. The Outer Loading Value Indicator of Research Variable 

Variable Indicator  Outer Loading 

Psychological ―My‖  s      l n  o  own rsh p  s ― ‖ (X1.1) 0.883 
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Variable Indicator  Outer Loading 

ownership (X1) ―Ours‖  s      l n  o  own rsh p  s ―w ‖ (X1.2) 0.866 

―M n ‖  s     n r l    l n  o  own rsh p (X1.3) 0.831 

Job satisfaction (Y1) 

The work itself (Y1.1) 0.635 

Pay (Y1.2) 0.809 

Supervision (Y1.3) 0.919 

Co-Worker (Y1.4) 0.771 

Organizational 

citizenship behavior 

(Y2) 

Altruism (Y1.1) 0.636 

Conscientiousness (Y1.2) 0.857 

Sportsmanship (Y1.3) 0.886 

Courtesy (Y1.4) 0.828 

Civic virtue (Y1.5) 0.606 

(Source: Authors result) 

 

The result of the outer model test, which includes the convergent validity, rho_a, discriminant 

v l   ty   ompos t  r l  b l ty  Cronb  h’s alpha, and outer loading to assess the validity and reliability of 

the indicator in the outer model evaluation, shows that all those tests have met the criteria. Accordingly, 

the model qualifies for the several requirements of validity and reliability in the use of SmartPLS analysis; 

therefore, the model is confirmed to be valid and reliable. This research also uses a number of approaches 

to evaluate the structural model (inner model), which is the Q Square Predictive Relevance (Q
2
) and 

Goodness of Fit (GoF). The Q2 
predictive relevance test refers to Stone (1974) and Geisser (1975). The 

assessment formula is as follows: 
Q

2
 = 1 – (1-R1

2
)(1-R2

2
) 

 

Based on the data of R square (R
2
) in Table 4, the value of Q

2 
predictive relevance can be 

calculated through the following formula. Q2 = 1 – (1-0.554) (1-0.341). Q2 =1 – (0.446) (0.659) = Q2 = 

0.70609 (Q
2
 predictive relevance is good). The calculation resulted in a Q

2 
value of 0.70609; therefore, it 

can be interpreted that the model shows a very good level of prediction. From the result, it can be 

acknowledged that as much as 70.61% of the relations among analyzed variables in the model can be 

explained by the model thoroughly, while the rest, 29.39%, are influenced by other variables that cannot 

be used in the research model. The GoF is an overall model developed by Ghozali & Latan (2012) and 

Hair et al. (2006) uses three criteria of GoF, where 0.10 is categorized as small, 0.25 as medium, and 0.36 

as large.  
 

Table 3. R
2 
endogenous Variable 

Variables R Square R Square Adjusted 

Job Satisfaction (Y1) 0.554 0.552 

Organizational Citizenship Behavior (Y2) 0.341 0.335 

(Source: Authors result) 

 

Below is the assessment of GoF. GoF = average AVE x average R
2
 = 0.421 x 0.447= 0.188 = 

0.434. The assessment result of the GoF research model shows the GoF value as 0.434,  thoroughly 

defines the accuracy of the assessment model very well because it falls into the large GoF category 

(>0.36). The hypothesis test related to the influence among variables using PLS3 analysis is presented in 

Table 4 as follows.  
 

Table 4. The Path Coefficient 

Hypothesis OS  SM  SD  t- statistics  P-values 

PO -> JS 0.744 0.744 0.039 19.296 0.000 
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PO -> OCB 0.390 0.399 0.085 4.574 0.000 

JS -> OCB 0.232 0.227 0.086 2.686 0.007 

(Source: Authors result) 

 

Table 5 also shows the analysis results of the relationships between variables, showing that all 

relationships are confirmed to be significant. The analysis results are presented in the following figure 1. 

 
  

 

 

 

 

Figure 1. PLS Model 

 

The hypothesis proves that PO is positive and significant toward the OCB, which means that 

hypothesis 1 (H1) is accepted. The path coefficient of effects shows a value of 0.390, with a t-statistic of 

4.574 < 1.96 and a significance level (p-values) of 0.000. This result means that the higher the PO, the 

higher the OCB would be. The analysis results that JS affects the OCB positively and significantly, which 

means that hypothesis 2 (H2) is accepted. The test result shows the path coefficient as 0.232, with a t-

statistic value of 2.686 > 1.96 (t-critical), and significance level (p-values) of 0.007. Moreover, the 

analysis results in the positive and significant effect of PO toward JS, which means that hypothesis 3 (H3) 

is accepted. This result shows that there is a path coefficient of 0.744 with a t-statistic of 19.296 (< 1.96) 

and a level of significance (p-values) of 0.000. Accordingly, the hypothesis that states that PO positively 

and significantly affects the JS is supported.  

 

DISCUSSIONS  

PO is an individual psychological experience that occurs when an individual develops a sense of 

possessiveness towards a certain target that later becomes the foundation of the PO (Van Dyne & Pierce, 

2004). If an employee perceives an object as theirs, then feelings of ownership of that object will become 

stronger (Caspi & Blau, 2011). Mann (1991) wrote, "What I own feels like a part of me." Feelings of 

ownership of such items are significant and have a strong psychological and behavioral impact. The goal 

is usually tangible, such as toys, homes, property, and others, but may also be intangible, including profits, 

ideas, and growth. 

Employees that have a high level of PO appear to be more satisfied with their jobs. The happiness 

or disappointment felt by workers is the product of a contrast of what they have earned from their jobs 

with their expectations for the job (O'Connor, 2018; Masum et al., 2016). Hope will be felt if the disparity 

or distance between the individual expectations is fairly low in comparison to what they really obtain from 

the job. On the other hand, frustration would be felt if there is a significant difference between their 

expectations and what they benefit from the work. Having strong PO could increase the JS felt by 

employees. According to Pierce et al. (2004) PO is a state in which individuals believe that some part 

belongs to them. The purpose or object of the PO may be materialistic (things, facilities), but it may also 

be non-materialistic, such as thoughts, creative arts, sounds, etc. (Pierce et al., 2004). Employees who 

p r   v   n or  n z t on’s  o l  s th  r own  o l  pp  r to  xp r  n     h  h r    r   o  J  wh n 

performing their tasks. 

PO represents the interaction between individuals and an entity (material or immaterial) when the 

objects have a close link with the individuals (Furby, 1978; Furby, 1991). Ownership plays a dominant 

role in the identity of someone and becomes part of their extended self (Belk, 1988). As Pierce et al. 

Psychological 

ownership 
OCB 

Job 

Satisfaction  β3= - 0,232 
sig. = 0,007 

β2= 0 744; 
sig. = 0,000 

β1=-0,390; 
sig. = 0,000 
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(2001) have pointed out, what has become the possession of individuals (mentally) has also become part 

of their extended self, in the form of an individual and a psychological sense of ownership. Extended self 

includes a person, thing or place that has a psychological influence on a part of someone's self (Ramos et 

al., 2014). PO represents one's own awareness, perception, and confidence in relation to the goal of 

ownership. This cognitive condition also involves an affective component or emotional sensation. It is 

said that the feelings of ownership generate happiness, which is also basically imbued with the feelings of 

competence and success. Moreover, when someone admits that their targets are theirs, or that they belong 

to a certain group of people, the affective component will be clear. 

The findings of the study indicate that the OCB is influenced positively and substantially by PO. 

The lower the PO, the higher the OCB of the employee. A study conducted by Van Dyne & Pierce (2004) 

found that PO in an organization psychologically influences the employees in their job description to be 

willing to do extra work beyond their formal tasks. Ownership feelings towards an object can move a 

subject to act positively towards anything he/she has, cultivate self-efficacy and increase the sense of 

responsibility towards the organization. 

JS is individualistic, and according to current values, levels of satisfaction will vary. Ozturk 

(2010) notes that JS is a general attitude towards someone's job which considers the difference between 

the numbers of awards the employee earns and the number they think they should earn. Research shows 

that JS affects the OCB positively and substantially (Foote & Li-Ping Tang, 2008; Mohammad et al., 

2011; Ozturk, 2010). This suggests that the more the workers are happy with the job and their working 

environment, the higher the OCB of workers would be (Mushtaq et al., 2014). Agrawal & Gautam (2020) 

underscorees that positive emotional and happy responses to an organization's assessment of the job, 

salary, promotion, supervision, and co-workers may voluntarily increase positive workplace behaviour. JS 

of workers also affects their ability to demonstrate OCB (Van Dyne & Pierce, 2004; Foote & Li-Ping 

Tang, 2008). If the employees are very happy with the aspects of work (e.g. work itself, salary, promotion, 

supervision, and help for coworkers), then the employees will be willing to do additional work (Hayati & 

Caniago, 2012). 

 This study examined the attitude effect (JS) and personality traits (PO) against OCB. Theoretically, 

some previous studies suggest that the predictors of OCB are JS and organizational engagement as 

indicators of the attitudes of the employees. Yee, Wong Sek Khin, and Ismail (2018) explain the PO's 

determinants include some of an employee's personal characteristics, such as feelings of ownership in 

mind and practice, motivation, good sense of ownership, self-efficacy, belonging and self-identity. 

Therefore, personal characteristics have a stronger influence in the cultivation of extra-role behavior 

(OCB) than attitude (Yee et al., 2018). It also confirms that PO's direct effects in creating OCB are 

stronger with JS. This finding clarifies that in OCB of workers, the personal construct has a greater impact 

than the attitude construct. Therefore, when hiring new staff, the hotel management should consider 

evaluating personality characteristics for appropriate employee job placement. Ivancevich and Hoon 

(2007) clarify that human resources management needs to have an attitude towards hiring workers 

according to the organization's needs in order to strengthen the person-organizational match. Recruiting 

the right staff requires a strategy of choosing the highly skilled and best suited employees for the 

organization (Belcourt et al., 2008). 

 

CONCLUSION AND SUGGESTION 

A good sense of ownership by employees is a factor that can increase JS. When workers feel 

satisfied, they may feel more empowered and thus able to maintain emotional feelings of ownership 

towards the organization. In fact, workers who feel happy with their work appear to exhibit activities that 

go beyond their job description (Aldrin & Yunanto, 2019; Sendjaya et al., 2019). Moreover, PO plays a 

central role in increasing OCB, and is the primary determinant. Yee et al. (2018) stressed the PO's 

determinants include a variety of employee personality traits, including a feeling of belonging in thoughts 

and acts, a driven feeling, a clear sense of ownership, self-efficacy, belonging and self-identity.  

The findings of this study suggest that such personal characteristics (Yee et al., 2018) have a 

greater impact on attitudes toward extra-role behavior (OCB). The study results also indicates that PO 
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significantly affects OCB. However, these results clarify that the personality trait (psychological 

ownership) has a stronger effect on improving OCB of employees than the attitude (job satisfaction) has. 

This study has limitations in that only four-star hotels were included. In addition, factors of 

consideration in the hospitality industry continue to shift due to other circumstances. Furthermore, this 

study is cross-sectional, and longitudinal work is considered necessary to be able to describe the 

phenomenon in greater detail. There are some recommendations to hotels as well as to future researchers. 

Management of a hotel is required to control OCB's primary determinant, which is PO, by attempting to 

improve feelings of ownership in employees towards the organization. One suggested goal is to foster 

personal feelings of ownership of workers, so they feel more engaged and form bonds within the 

company. Therefore, when helping each other, the hotel management is expected to create some clear 

rules relating to the primary tasks and responsibilities as a guide for the employees. An integrated model 

of OCB determinants can be established by analysing the elements of organizational commitment in the 

model.  
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