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Abstract 

The study aimed at analyzing the impact of on the job behavior on organizational citizenship behavior 

(OCB). On the job behavior was measured with the help of positive work behavior, physical withdrawal 

behavior, psychological withdrawal behavior and antagonistic work behavior.  250 questionnaires were 

distributed among the employees working in banking sector. 187 filled questionnaires were received with 

response rate of 62.3%. Data was collected through simple Random sampling technique. The result of the 

study showed that positive work behavior found to have significant impact on organizational citizenship 

behavior while physical withdrawal behavior, psychological withdrawal behavior and antagonistic work 

behavior has insignificant effect on organizational citizenship behavior. 

 

Keywords: Organizational Citizenship Behavior, Positive Work Behavior, Physical Withdrawal Behavior, 

Psychological Withdrawal Behavior and Antagonistic Work Behavior. 

  

 

Introduction 
 

Organizational citizenship has become widely research topic. It has many dimensions and attributes to 

capture why this area has been carried out in most of the studies. It consist individual own values which 

motivate him to work with zeal beyond his task or job description. There are many factors to push an 

individual to work hard in the workplace. Such as pro social behavior, sharing own resources and attitude 

to make influence other perception positively regarding his own personality (Lee, 2018). Malik, (2021) has 

established that Organizational citizenship behavior (OCB) can play critical role for the effective 

functioning of the banks in Pakistan. It has described by the author that under this principle management 
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can encounter high level of stress often exist in the banks where employee willing to do more beyond this 

duties. Willingness of doing more is not tie with compensation and organization such as banks can be more 

advantageous without any extra payments to their employees. (Lambert, 2006) It has significantly declared 

different from traditional performance procedure, because in this process individual is not held responsible 

or not required to do more. This behavior becomes widely regarded a personal choice of an employee not 

demanded by the organization in most of the time. OCB have a highly positive and noticeable effect on the 

organization's operation. Citizenship activities in organizations are frequently regarded as a subset of 

employee conditions and job evaluation. Psychological and physical withdrawal, good work behaviors, and 

antagonistic work behaviors are all examples of job behaviors. Volunteering for extra work, civility, and 

adhering to deadlines are examples of positive work behavioral practices. Organ, (1990) recognized it a 

leading behavior and management of the banks expects that employee should possess that free prized 

attitude. When the workplace environment becomes uncomfortable, the disengaging or withdrawing 

psychologically is an often happening behavior in the workplace. Employees remain psychologically absent 

though they are physically present in the workplace. The employees showing a disengaged behaviors are 

considered as burnout or lazy by becoming being passive, creativity is lacking and show minimal efforts to 

perform the job. 

 

Significance of Study 
 

During the last few years banking industry have received a phenomenal growth in Pakistan and this 

situation has created an environment of intense competition in banking sector which leads to improvement 

in service of banks to survive in the market. This situation has created a great challenge for mangers to gain 

competitive advantage over competitors. Past researchers identified many factors which help in 

development of banking industry. Organizational Citizenship Behavior recognized as a key factor in those 

researches. The study aimed at examining the factors affecting OCB in banking sector. This study will 

carry out significant contribution in practices of corporate level in financial institute such as banks  

 

Research Objectives 
 

 To find out the effect of Realistic Job review on OCB 

 To study the effect of positive work behaviour on OCB 

 To assess the role psychological withdrawal behaviour on OCB. 

 To measure the effect of physical withdrawal behaviour on OCB.  

 To study the effect of antagonistic work behaviour  on OCB.  

 

Review of Literature 
 

Organizational Citizenship Behavior 

 

It refers to the behavior which promotes overall functioning of the organization by accomplishing goals in a 

positive, pleasant workplace environment. It is therefore, most studied research area that flourishes the 

environment that helps employees to perform well. Organ (1988) has carried out that the term was 

originally coined by Barnard (1938) where he recognized it as important notion that individual willingness. 

The variables were tested provided satisfactory results  with the assertion that when employees join and 

continue to work  in order to  meet the  required standards and willingness intention  to do more explicitly 

falls in the notion of  OCB.  Turnipseed and Rassuli (2005), Bateman & Organ (1983) and Joirman et al, 

(2006)   described OCB in the likewise manner to reduce friction in the social machinery of organization. It 

was further emphasized that OCB can be used as lubrication technique that individual behavior enacts in 

the workplace. OCB has further five dimensions i.e. altruism, courtesy, sportsmanship, civic virtue, and 

generalized compliance. 
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Altruism is defined as voluntary efforts taken to assist another person in overcoming a situation. Respect 

for thers means making every effort not to cause them any problems and to refrain from abusing their 

rights.When it comes to sportsmanship, any behaviour that demonstrates patience for less than perfect 

situations without complaining is considered to be sportsmanship. In the context of an organisation, civic 

virtue refers to positive activities that demonstrate willingness as responsible employee of the organization 

finally, generalised compliance refers to activities taken at the discretion of the organisation can fall 

between the high and low level of standards particularly in the areas of attendance. According to Itiola, 

Odebiyi and Alabi (2014) OCB and Job satisfaction are positively associated with each other. Out of five 

dimensions sportsmanship and civic virtue have strong bond over other three components. Randall, 

Cropanzano, Rupp and Byrne (2003) found that OCB and burnout were found to be negatively associated 

with each other. Chiu and Tsai (2006) have associated burnout negatively with OCB. The author describe 

that burnout has become hazard in performance of professional services oriented jobs. Therefore the 

relationship with OCB was recognized as inverse relationship. It was regarded as psychological illness or 

syndrome which is further divided into three dimensions. When an employee is feeling of tiredness due to 

less sleep or inadequate diet he may be exposing to overwhelming exhaustion. When there is a disconnect 

between the future plan and present reality peoples often falls in the syndrome of feeling of cynicism. This 

type of experience creates hatred which further leads to hopefulness and shackled the confidence on 

oneself. The existence of this kind of behavior limits the scope of OCB. People lose motivation which later 

on compromise on personal development. These category of people neither helps others nor offer himself 

to help out others. Similarly Farooqi (2012) spill over the term towards organizational climate. He has 

relatively positive opinion over the OCB and organizational climate.  Moreover, Jim et al, (2013) also 

determined certain amount of adherence between  leader member exchange (LMX) and OCB. 

 

On-the-Job Behavior 

 

Positive Work Behaviors 

 

Willingness to do extra with alignment of discipline of the organization performing actions regularly are 

fall in notion of positive workplace behaviors. Organizational citizenship behaviours, also known as OCB 

(Organ, 1990), are a sort of positive work behaviour that entails actions taken at work that go above and 

beyond what is expected of the person in the workplace. In this type of situations individuals will full wants 

to contribute for the betterment and good will of organization. Furthermore, employees wants to flourish 

positive climate to help other rather threatens ones right at work place. This forecast, on the other hand, has 

been more consistently confirmed in the case of organizational politics. Bormann & Birjulin (1994).   

 

Withdrawal Behaviors 

 

According to the findings of the literature assessment, organisational politics is a troubling phenomenon. 

As a result, individuals should be less inclined to wish to continue working in a political environment. 

Support, on the other hand, appears to be highly prized in this society. A supportiveworkplace should be 

more appealing and engaging than a non supportive one. When the employees found proverbial 

organizational support the chances of switching to other organization remains decrease and commitment 

towards the present organization gets increases. . In order to take this into consideration, the researchers 

used two alternative measures of withdrawal. (Hulin, 1991). 

 

Psychological withdrawal Behavior 

 

Employees in the workplace try to separate himself or withdraw psychologically due to the uncomfortable 

work environment. The employees remain mentally absent despite the fact being physically present. Hulin, 

(1991) Lehman and Simpson, (1992) explained that employees possess this kind of behavior lack 

creativity, limit the compliance or get lazy in the intensive activities of the organization. Many a times 

individual feels unfit and leads to turnover. Ferris et al., (1993) intended that this behavior has most adverse 
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effects on white collar employees over other tier of employees. The white collar employees using access for 

personal enjoyment like cyber loafing or instant messaging in working hours (Lim, 2005). Therefore,  

Mirsepasi, Memarzadeh, Alipour and Feizi (2012) found significant association among the citizenship 

behaviors and avoiding withdrawal behaviors. 

 

Physical Withdrawal Behavior 
 

Turnover Intentions 

 

Previous studies have focused on turnover intentions rather than actual turnover because of the challenges 

associated with operational zing actual turnover (Hulin, 1991). Ferris et al. (1993) carried out explicit 

positive congruence between turnover intention and organizational politics.  However, Randell et al. (1993) 

and Wayne et al. (1993) evidently declare inverse relations ship between organizational support perception, 

turnover intention and organizational politics.  

 

Absenteeism  

 

Absenteeism is most common HR phenomena. It is one of the costly practices around the globe. Many 

productive and high performing organizations face this problem. The legitimate process and employee’s 

compulsive support makes this problem complicated. Hence it becomes a challenge for the HR managers to 

overcome. Podsakoff et al. (2000) assessed the availability of employees with corresponding level of 

productively and declare it bottom line killer. It was explained that the schedule or plan leave does not falls 

in the category of absenteeism. However a failure of reporting explicitly falls under the definition of the 

term. Apparently, Chughtai and Zafar (2006) described the term in the likewise manner and added that it 

can be measured as total number of available days over number of absent days. Number of authors such as 

Khalid and Ali (2005), Meyer and colleagues (1997), Van Scooter and colleagues (1996) have provided 

individual decrease in salary and other benefits which have negative societal consequences. The researchers 

have collective opinion by carrying the example of nurse. Nurses are forefront paramedical staff often 

experience high stress level corresponding other profession. Therefore, the applications to tackle the 

phenomena can be varies nature of profession etc.  

 

Absenteeism, on the other hand, is defined as the act of withdrawing from work tasks performed by an 

organisation as well as from the social environment (Viswesvaran, 2002). There is a negative relationship 

between the two conceptions based on both of the aspects of behaviour. Employees possess almost all the 

virtues of OCB become capable  to do extra effort for the development and survival of the business and 

avoid taking unplanned absences that could be detrimental to the organization's success. As a result, it is 

projected that there will be a negative link between OCB and absenteeism. 

 

Antagonistic Work Behaviors 

 

Working environments can be a source of beneficial, pro-social activity, but they can also be a source of 

animosity and contention. Things like bickering with coworkers and gossiping about coworkers would be 

considered hostile workplace practices. Antagonistic work behaviors appear to be associated with perceived 

political behavior in an overly positive approach. (Randall et al., 1994) & (Cheng, 1983) for instance the 

writers have discovered that when individual. is confronted with a politically-oriented scenario, they were 

more inclined to employ competing influence strategies, such as threats, to attain their goals rather than 

rational tactics. As a result, it appears that adversarial work behaviors are resulted in perception of politics. 

Few studies have demonstrated the relationship between hostile work practices and support from superiors. 

However, employees who felt high levels of organizational support had lower levels of antagonistic work 

behavior at their jobs (Randall and colleagues 1994). 
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Methodology  
 

Population 

 

The population of the study comprised of Private Banks employees working in various branches into two 

tiers i.e. operations and business development at corresponding officers levels differs banks to banks. The 

authors have decided to put them in a uniform pay grade like officers of Grade 1, 2, 3 respectively.  

 

Sampling 

 

The sample size calculated via the formula of Yamani (1983) which is (n=187). The data was collected 

from officer grade 1, 2 and 3 by using simple random sampling technique.  

 

Measures 

 

For the purpose of data collection and measurement of the variables of this study adopted questionnaire 

was used. Following was the details of the measures or questionnaires used in this study. The 

Organizational citizenship behavior scale was adopted from Podsakoff et al. (1990). It uses 16 item scales 

falling in 5 categories Altruism (2 items), Courtesy (2 items), Sportsmanship (4 items) Civic virtue (3 

items) Conscientiousness (5 items). Data has been collected through 5-point Likert scale, rang from (1) 

Strongly Disagree to (5) Strongly Agree. Realistic Job preview measure using 17-item scale developed by 

Ramaseshan (1997) has 5 categories Volume of information (3 items), Relevance (3 items), Depth of 

information (5 items), Accuracy (3 items), Credibility (3 items).Reponses were anchored through a 5-point 

Likert scale, ranging from (1) Strongly Disagree to (5) Strongly Agree. The Lehman and Simpson (1992) 

scale has been used to measure on the job behavior consist of  22 item categorized in 4 slots such as  

Positive work behaviour (5items), Psychological withdrawal behaviour (8 items), Physical withdrawal 

behaviour (4 items), and Antagonistic work behaviour (5 items).Responses are obtained using a 7-point 

Likert type scale where 1= never and 7 every time. Demographic portions consists of 6 questions. 1.Gender 

(i. Male ii. Female)2. Age 3. Qualification 1-Intermediate 2- Graduate 3- Masters 4- MS 5- Others 4. 

Nature of Educational institute (i. Private ii. Public) 5. Experience 6) Area of Belongingness (I. Ruler ii. 

Urban). 

 

Statistical tools 

 

The seven version of  SPSS software has been used to run different test on the collected data after cleaning 

and entering the details.  

 

Results 
 

For the reliability Assessment Cronbach’s alpha (α) has been used to measure  Organizational Citizenship 

behavior where for Altruism stands  α = 0.685 against the 2 item Likert scale, while  Courtesy through 2 

items, with α = 0.773, Sportsmanship through 4 items, with α = 0.794, Civic Virtue measure with 3 items, 

with α = 0.689, and Conscientiousness through 5 items, with α = 0.793. The reliability of Realistic Job 

Preview for Volume of information through 3 items, with α = 0.702, Relevance through 3 items, with α = 

0.754, Depth of information through 5 items, with α = 0.731 Accuracy with 3 items, with α = 0.628, and 

Credibility with 5 items, with α = 0.805 

 

On-the-job behaviour positive Work behaviour through 5 items, with α = 0.836, psychological withdrawal 

behaviour through 8 items, with α = 0.774, Physical withdrawal behaviour through 4 items, with α = 0.761 

and Antagonistic work behaviour through 5 items, with α = 0.769. 

 

 



 

 

 

 

 

ISSN: 2308-7056                 Khan, Khattak, Shahzad & Shah (2022) 

 

 

104 

I 

 

  www.irbas.academyirmbr.com                                                                                   April 2022                                                                                             

 International Review of Basic and Applied Sciences                                     Vol. 10 Issue.2 
 

R 
B  
A  
S  

Table No: 1 

Variables Sub-variables No of 

items 

Reliability 

coefficient 

(α) 

Source 

Organizational 

Citizenship 

Behavior (OCB) 

Altruism 

Courtesy 

Sportsmanship 

Civic virtue 

Conscientiousness 

2 

2 

4 

3 

5 

 

0.685 

0.773 

0.794 

0.689 

0.793 

 

Podsakoff et al. 

(1990 

Realistic Job 

Preview(RJP) 

Volume of information 

Relevance 

Depth of information  

Accuracy 

Credibility 

3 

3 

5 

3 

3 

0.702 

0.754 

0.731 

0.628 

0.805 

Ramaseshan 

(1997) 

 

On-the-Job 

Behavior 

 

Positive work behaviour 

Psychological withdrawal 

behavior 

Physical withdrawal 

behavior 

Antagonistic work behavior 

 

5 

8 

 

4 

 

5 

 

0.836 

0.774 

 

0.761 

 

0.769 

 

 

Lehman and 

Simpson (1992) 

 

Regression Analysis 

 

Table 2: Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .532
a
 .542 .518 .43478 

a. Predictors: (Constant), AWB, RJP, Powb, psyWB, PhyWB 

 

The Table 2 explains the goodness of fit of the data and variability of dependent variable OCB. After 

running the linear regression on the data it’s become compulsive to obtain the value of R square. In the 

above table R square stands 0.542 which is not as low. It shows that the explained variable has 54.2% 

variation in independent variable.  

 

Table 3:  ANOVA 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression 5.668 5 1.143 6.241 .000
b
 

Residual 30.923 139 .223   

Total 36.591 144    

a. Dependent Variable: OCB 

b. Predictors: (Constant), AWB, RJP, Powb, psyWB, PhyWB 

 

After running the test the ANOVA results in table 4.2 indicates that the p value is lower and less than alpha 

which conclude that the statistical model is significant. The F statistic is 6.241 which is larger. Similarly the 

model was statistically significant as p-value = 0.000 < 0.05.  
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Table 4: Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta 

  

RJP 0.314 0.07 0.232 2.741 0.004 

Powb 0.073 0.0453 0.192 2.307 0.002 

PsyWB -0.065 0.064 -0.137 -1.368 0.131 

PhyWB 0.012 0.068 0.024 1.127 0.113 

AWB -0.129 0.043 -0.223 -1.149 0.127 

a. Dependent Variable: OCB 

 

Table 4 examines regression results, beta, standard error for the unstandardized coefficients along with 

Standardized Beta with t value and Probability value. In the case of RJP a 1 unit increase in the variable 

becomes equal to 0.314 units increase in the same variable. Moving to next variable which is positive work 

behavior increase with corresponding 1 unit increase cause   0.073. However, in the case of Psychological 

withdrawal behavior with 1 unit increase the dependent variable PWB gets decreases by 0.065. Similarly 

with antagonistic work behavior a 1 unit increase cause dependent variable to be decreased by 0.129 units. 

The standard error of unstandardized coefficient is similar to the standard deviation for mean. From the 

result it shows that RJP had significant affect on OCB, Positive Work Behavior also showed significant 

affect on OCB, While Psychological Withdrawal Behavior, Physical Withdrawal Behavior and 

Antagonistic Work  Behavior all were found to have insignificant affect on OCB. 

 

Conclusion 
 

The study has been carried out to assess the impact of Realistic job preview and four components of on the 

job behaviour i.e. positive work behaviour, physical work behaviour, psychological work behaviour and 

antagonistic work behaviour On OCB. The study was conducted focusing on the private banks in Peshawar 

city.  The result of the study indicated that Realistic job Preview and Positive work behaviour were found 

to have significant effect on OCB. While physical withdrawal behaviour, psychological withdrawal 

behaviour and antagonistic work behaviour had insignificant effect on OCB. 

 

Discussion 
 

Since the Realistic Job preview was found to have significant impact on OCB so it concluded that more 

realistic preview of the job is important to increase the voluntary behavior of the employee towards their 

jobs. Well-managed RJP process helps to reduce employees’ turnover, increases job satisfaction and 

clarifies job descriptions. RJP also increases willingness to do more work, determination, honesty and trust. 

It regulates behaviors. It establishes valued and trusting relationships. It promotes collective achievements. 

This result is found similar to the study of (Wanous, 1978).  The result of the study found that positive 

work behaviour has significant impact on organizational citizenship behaviour is similar with the result of 

Randall, Cropanzano, Bormann and Birjulin (1994) and organ (1990). The result of the study found that 

Physical Withdrawal behavior has insignificant impact on OCB is similar with the result of by Chughtai 

and Zafar (2006), Khalid and Ali (2005), Meyer (1997), and Podsakoff and Mackenzie (1997). 

 

The result of the study found that psychological Withdrawal behavior has insignificant impact on OCB is 

similar with the result of (Mirsepasi, et al. 2012). The result of the study found that antagonistic work 

behavior has insignificant impact on OCB is similar with the result of Randall et al. (1994) that if 

organization supports their employees can lower antagonistic work behavior. 
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Recommendations 
 

The study has the following recommendation for future studies. 

 

 The management of organization should focus more on providing realistic job preview because 

RJPis a motivation process and motivated employee’s shows more positive behavior towards 

their jobs. 

 The management of organization should focus more on providing such working environment that 

can increase citizenship behavior among its employees. 

 The management of organization should focus more on providing such environment that decrease 

politics and increase organizational support towards employees so they can avoid antagonistic 

work behavior and withdrawal behavior. 

 

Limitations of the Study 

 
 The study was cross sectional by nature. 

 Only Peshawar city was included in the study. 

 Only private banks were targeted for study.  
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