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Abstract

It has been suggested that organizational citizpnbehaviour (OCB) has an important impact on
individual, group, and organizational outcomes. &ese of its crucial role in facilitating performanand
effectiveness, OCB has been investigated from wvarperspectives. However, very little attention bhesn
paid to how motivation factors and hygiene factmffuence an individual’s OCB. In this article, we
develop a theoretical framework of OCB using the-factor theory of motivation as the theoreticatda
By investigating OCB from this perspective, oumfi@work provides several important implications that
may help managers and organizations design a wivikoement where OCB is maximized.
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1. Introduction

High performing organizations generally exert esdes efforts to improve organizational outcomes by
searching for highly motivated employees and rewifiy positive work behaviours such as organization
citizenship behaviour (OCB). It has been shown tBeEB facilitates organizational effectiveness,
efficiency, and success as it frees up scarce resguallows managers to devote more time to prtoguc
activities, and improves employees’ productivityd@n, Podsakoff, & Mackenzie, 2006).

Given OCB has an important impact on organizatiauatomes, previous studies have sought to identify
antecedents of OCB. Among various antecedentssdtibfaction has received much attention because of
its impact on an individual's work attitude (Organal., 2006; Organ & Ryan, 1995) and work behaviou
(Bowling, 2010). Meanwhile, motivation theoristsdaresearchers have suggested that an individudd’s j
satisfaction could be affected by his or her woidtimation (e.g., Hackman & Oldham, 1976). One could
therefore, expect that an individual's work motigatcould affect his or her job satisfaction, whinhturn
determines the degree of OCB exhibited by him or Akhough the relationships among work motivation
job satisfaction, and OCB have been examined extdys what has been largely ignored is the job
dissatisfaction-OCB relationship. Specifically, titerature has traditionally supported the ideat tifi the
presence of a factor in a work environment resinitgob satisfaction, then its absence leads to job
dissatisfaction (Ewen, Hulin, Smith, & Locke, 196Blpwever, Herzberg, Mausner, and Snyderman (1959)
claimed that motivation factors or job-content €ast determine much of an individual’s overall job
satisfaction, whereas hygiene factors or job-cdrimtors affect the individual’'s overall job disiséaction.
Herzberg et al. (1959) further stated that motorafiactors do not play a significant role in proihgcjob
dissatisfaction and hygiene factors do not genemateh of job satisfaction.

As mentioned earlier, previous OCB research hasgsfd much on the effect of job satisfaction on OCB
and neglected the role of job dissatisfaction. &fae, the primary objective of this article is use
Herzberg et al.’s (1959) two-factor theory as theoretical base and examine the impact of motixedicd
hygiene factors on the degree of OCB exhibited byndividual. The application of the two-factor timg
is important because motivation factors generajperate mainly on the positive side of overall job
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satisfaction, whereas hygiene factors operate emélgative side of overall job dissatisfaction @erg et
al., 1959). In other words, because job satisfactiod job dissatisfaction produced by motivatioctdes
and hygiene factors are not the two ends of asidighension (Gardner, 1977), the analysis of OCGBgus
the two-factor theory may provide additional ingigito the understanding of how an individual's OGB
motivated.

The reminder of this article is organized as fokoun the second section, we provide a review ef th
literature on OCB with the emphasis on the jobsfattion-OCB relationship. Next, we develop our
theoretical framework and provide arguments on mmoetivation factors and hygiene factors affect the
degree of OCB exhibited by an individual in thedhéection. As we present the theoretical argumeves
specify our propositions that can be tested byreuampirical research. In the fourth section, veeds the
implications for theory and managerial practicevadi as the limitations of this article and futuesearch
directions. The final section concludes this agtieith a brief summary.

2. Literature Review
2.1 Organizational Citizenship Behaviour

Organizational citizenship behaviour (OCB) refees “individual behaviour that is discretionary not
directly or explicitly recognized by the formal ram system, and in the aggregate promotes theegific
and effective functioning of an organization” (Omg&t al., 2006, p. 3). As OCB is important to
organizational functioning, its consequences haentstudied extensively. For instance, OCB is sstgde
to be positively associated with the quantity andliy of work group performance, organizational
efficiency, customer satisfaction, profitabilitynployee satisfaction, and employee commitment (A8e
Rush, 1998; Posdakoff & Mackenzie, 1994; Shore k&#ale, & Shore, 1995; Whiting, Podsakoff, &
Pierce, 2008). Moreover, OCB has been found to dsitipely related to an individual's reputation and
social benefits (Hall, Zinko, Perryman, & Ferri®0®), managerial performance appraisals and maiahger
decision quality (Johnson, Erez, Kiker, & MotowidR002; Rotundo & Sackett, 2002), and organizationa
success (Borman & Motowidlo, 1993).

In addition to examining its consequences, previiudies have sought to investigate anteceder@Ca.

For instance, Babcock-Roberson and Strickland (R@4€ted a mediation model that links charismatic
leadership to OCB through work engagement and fimelings suggested that work engagement not only
predicted OCB but also mediated the relationshipvbéen leader charisma and OCB. In a longitudinal
study conducted by Greguras and Diefendorff (20fi)active personality was found to be a prediofor
psychological need satisfaction, which in turn deiaed an employee’s OCB. Rego, Ribeiro, and Cunha
(2010) investigated the role of virtuousness inaaoigational settings and found that employees’
perceptions of organizational virtuousness affecedervisor-rated OCB. Salami (2010) examined the
relationship between conflict resolution strategied OCB and discovered that confronting, compromgijs
and smoothing strategies to be significant predicf OCB. In a recent study conducted by Avey,
Palanski, and Walumbwa (2011), the effect of etHeadership on follower’s OCB and deviant behaviou
was examined and the results demonstrated thataétléadership was positively related to follower’s
OCB.

Although previous research has investigated OCBcautents from various perspectives, much scholarly
attention has been paid to job satisfaction agptains much of how hard an individual works, howah

an individual achieves, how frequently an individo@isses work, and whether an individual looks for
another job (Organ et al., 2006). Given the peexbivelationship between job satisfaction and OCB,
previous studies have examined this relationshipp strown a consistent result of a positive relatigns
between job satisfaction and OCB. For instancegf@ah and Organ’s (1983) study demonstrated theg the
was a significantly positive relationship betweameral measures of job satisfaction and OCB. Aystud
conducted by Organ and Konovsky (1989) showeddatigfaction with pay was a significant predictér o
altruism and conscientiousness. Konovsky and Ofd&96) found that job satisfaction was positively
related to OCB. Lowery, Beadles Il, and Krilowi002) found that workers’ OCB was positively rethte
to satisfaction with co-workers, supervisors, amg. gn their meta-analytic study, Lapierre and Hatk
(2007) found that employees reciprocated theirgatisfaction by engaging in OCB. Similarly, Whitman
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Van Rooy, and Viswesvaran’s (2010) meta-analyticigtdemonstrated that unit-level job satisfacticasw
positively related to collective OCB.

Although the literature has largely supported tlgument that job satisfaction and job dissatistactire
on the opposite side of a single continuum (Ewenlgt1966), Herzberg et al. (1959) claimed th#&t jo
satisfaction and job dissatisfaction are two sdpatantinua and are generated by motivation facacs
hygiene factors, respectively. Herzberg et al.’'&jue perspective, therefore, suggests that OCBdcbel
understood from the perspective of motivation fexcend hygiene factors. In the next section, weidea
brief review on Herzberg et al.’s (1959) two-factioeory.

2.2 The Two-Factor Theory of Motivation

In 1959, Herzberg, Mausner, and Snyderman propage-factor theory of motivation, which positsttha
certain factors in a work environment lead to olfgab satisfaction but do not influence much objo
dissatisfaction, whereas other factors result iaralV job dissatisfaction but do not affect muchja
satisfaction. Herzberg and his colleagues furtieeméd those factors that result in job satisfactsn
motivation factors and those that lead to job dis&ection as hygiene factors. Although previouseaech
has criticized that the results of the two-factoedry were method bound (e.g., Ewen, 1964; Dunréette
Kirchner, 1965; Quinn & Kahn, 1967), the two-factbeory has influenced both research and practice
concerning the nature of motivation in industriahtexts (Farr, 1977).

According to the two- factor theory, motivation fiais are related to the content of a job and tfeders
include achievement, recognition, responsibilityprkv itself, advancement, and growth. Meanwhile,
hygiene factors are associated with the contexa gfb and these factors include company policy and
administration, supervision, interpersonal relatiomvork conditions, salary, status, and job segurit
Because of its unique viewpoint on job satisfactiomd job dissatisfaction as two separate and gérall
continua, the two-factor theory has been used asthboretical base in various research settings. Fo
example, Hines (1973) tested the two-factor thaming middle managers and salaried employees and
found that supervision and interpersonal relatigpgshvere ranked highly by those with high overalb j
satisfaction. Gaziel (1986) examined the generalftythe two-factor theory in an educational settargl

the results supported the assumptions of the twimifaheory. In addition, Gaziel found that indival
factors such as experience and autonomy had angenti impact on the generality of the two-factaity.
Leach and Westbrook (2000) studied employee mativah a governmental setting and discovered simila
results as shown in the two-factor theory. Gopakdmjasteh, and Cherikh (2010) investigated theaiaip

of faculty teaching style on business school sttgld@arning motivation and showed that studentsewe
motivated by intrinsic factors such as desire tuee and extrinsic factors such as classroom gihess.

As mentioned earlier, previous OCB research hagsfed much on the effect of job satisfaction on OCB
and neglected the potential role of job dissatt&fac However, as Herzberg et al. (1959) pointetitbat
the presence and the absence of motivation andemggfactors could have different impacts on an
individual’s work motivation, the application ofdhwo-factor theory in the study of OCB, therefarggy
provide additional insight into how an individuaf®CB is motivated. Thus, in the next section, wplap
the two-factor theory and systematically examine immpact of motivation and hygiene factors on the
degree of OCB exhibited by an individual.

3. Theoretical Model and Research Propositions
3.1 Motivation Factors and OCB

Herzberg et al.’s (1959) two-factor theory suggestat motivation factors including achievement,
recognition, responsibility, growth, and work ifsate related to an individual’s job satisfactidterzberg

et al. further stated that an individual who firlds or her job challenging, exciting, and satisfytends to
tolerate demanding supervision, avoid complainifigcus more on positive sides, and forgive
organization’s minor faults. These types of beharsare typically related to OCB.

In addition, previous research has investigatedrdtetionships among work motivation, job satisfat
and OCB. For instance, Organ (1988) proposed thgs¢fied employees are more prone to engage in
activities that are not formally required but uléitaly benefit their organizations. Bolino and Tesn{2003)
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claimed that organizations can foster OCB by affgremployees with meaningful and interesting jobs.
their empirical study, Wegge, Van Dick, Fisher, Wag, and Moltzen (2006) found that high motivatbn
work environments produce high levels of job satiibn and OCB. Organ et al. (2006) claimed that
intrinsic task satisfaction might positively affe®tCB. Given the perceived positive relationshipwhsen
motivation factors and OCB, one could expect thatirdividual who is motivated by one or more
motivation factors might exhibit OCB. In other wercan individual will display high levels of OCB @
work environment where motivation factors are pnésehus, we propose the following:

Proposition 1a: The presence of motivation factors in a work emwnent will have a positive impact on
the degree of OCB exhibited by an individual.

As we have argued that motivation factors will havgositive influence on whether an individual is
motivated to go above and beyond his or her formaglirements, one could reasonably expect that an
individual would focus much on performing his omr Hermal tasks and meeting his or her formal role
requirements when motivation factors are absehtsror her work environment due to the lack ofiirgic
rewards. Moreover, it is suggested that an emplsyeeole behaviours could be viewed as a fulfitther

an economic exchange of his or her psychologicairaot with the organization, whereas OCB is exhibi
only when the employee has positive experience f@glorganizational support and job involvement
(Organ, 1990; Robinson & Morrison, 1995; Uen, Chi&nYen, 2009). In other words, an individual will
focus much on fulfilling the economic terms of eanlge with the organization when there is a lack of
socio-emotional terms (i.e., motivation factors)eathange, which in turn will reduce the degre©aB
exhibited by the individual. Therefore, we proptse following:

Proposition 1b: The absence of motivation factors in a work envinent will have a negative impact on
the degree of OCB exhibited by an individual.

3.2 Hygiene Factors and OCB

Unlike motivation factors, hygiene factors are tethto the context of a job and do not affect mathan

individual’s motivation to work directly but deteme his or her job dissatisfaction (Herzberg et #059).

According to the two-factor theory, hygiene factorslude company policy and administration, supsori,
interpersonal relations, work conditions, salatgtiss, and job security. Moreover, the two-factoedry

suggests that hygiene factors need to be sufficgieat work environment in order to avoid work relht
pain and unhappiness. In other words, the presehsefficient hygiene factors reduces work relgpaih

and unhappiness, which in turn lowers job dissatisbn.

Since hygiene factors are related to an individuab dissatisfaction, one could expect that hygictors
might also influence an individual’s OCB. Althoughry few previous studies have examined OCB from
job dissatisfaction perspective, the indirect loétween hygiene factors and OCB has been examihed w
scholars started to investigate factors that imfb@ean individual’s motivation, ability, and opparity to
engage in OCB. For example, in Podsakoff, Mackeremiel Bommer’s (1996) study, structural distance
between supervisor and subordinates was foundntitehian employee’s ability and opportunity to daspl
OCB. Jex, Adams, Bachrach, and Sorenson (2003)pwbsed that organizational constraints such as
supplies, equipment, tools; budgets were negatirgtgted to an individual's altruistic behaviourgan et

al. (2006) found that organizational inflexibilignd formality negatively affected an individualiraism

and civic virtue. In their meta-analytic study, @gaRosen, and Levy (2009) found that perceivedipsl
and strain negatively affected OCB toward individuand organizations. Finally, Staufenbiel and koni
(2010) revealed job insecurity negatively affec®@B. Although hygiene factors can be viewed as
important tools for maintaining proper organizatibrfunctions and reinforcing employees’ in-role
behaviours, one could expect that the presenceieefihygiene factors might reduce an individual's
motivation and opportunity to exhibit OCB. ZellafEgpper, and Duffy (2002) supported this view that
stating that the fewer situational constraints ampleyee sees the higher levels of OCB the employee
demonstrates. Based on the effect of the presdrficient hygiene factors, we propose the follogvi

Proposition 2a: The presence of deficient hygiene factors in akwemvironment will have a negative
impact on the degree of OCB exhibited by an indiaid
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Because hygiene factors are related to job difsetisn at work, Herzberg (1974) suggested thaidng
factors could also be viewed as “treatment factqps” 18). Specifically, hygiene factors influence a
employee’s perception of how well or poorly he dresis treated. Thus, when hygiene factors are
sufficiently present at work, an employee perceivesor she is treated well because the improveiofent
deficient hygiene factors reduces his or her wet&ted pain and unhappiness.

Meanwhile, previous OCB research has studied fadtwat could be considered sufficient hygiene facto
in the workplace. For instance, Moorman, Blakelyd aNiehoff (1998) tested the relationship between
procedural justice and OCB and found that perceorgdnizational support fully mediated the relasioip
between procedural justice and OCB. Korsgaard, Braatd Whitener (2002) discovered that managerial
trustworthy behaviour was related to trust in thanager and OCB. In their study of the relationship
between safety climate and OCB, Gyekye and Salm{2605) revealed that workers who were more
compliant with safety management policies tendedamonstrate higher levels of OCB. Love and Forret
(2008) investigated how perceptions of the exchamgdgtionships among co-workers affect OCB and
found that team-member exchange was associatedswjtbrvisor ratings of OCB. Walumbwa, Wu, and
Orwa’s (2008) study demonstrated that proceduratige climate perceptions and strength partially
mediated the relationship between contingent reweader behaviour and follower’s OCB.

Given hygiene factors could have an important irhpexcan individual’s OCB, one could expect that an
organization might be able to provide employeesgsary tools and resources to go above and beyond
their formal role requirements when it puts mudoréinto removing the pain and unhappiness resoih

the presence of deficient hygiene factors at wéite instance, an organization is able to improve an
individual's job outcomes by providing adequateelevof supervision and feedback (Rosen, Levy, &, Hal
2006). Moreover, it is suggested that organizatigrudicies and procedures are important to perckive
organizational justice and fairness (Forray, 2008us, by improving the deficiency of hygiene fastean
organization might be able to reduce employeeskwetated pain and unhappiness, which in turn might
encourage them to reciprocate the organization Xhbiing positive work behaviours such as OCB.
Therefore, we propose the following:

Proposition 2b: The absence of deficient hygiene factors in a wemkironment will have a positive
impact on the degree of OCB exhibited by an indigid

3.3 Mativation Factors, Hygiene Factors, and OCB

As argued earlier, motivation factors operate nyaon the positive side of the overall job satisfatt
whereas hygiene factors operate on the negatiwedidverall job dissatisfaction. However, it isspible
that an individual's work behaviours are affectgdimotivation and hygiene factors simultaneously.

According to Maslow's (1943) theory of hierarchyrafeds, there are five basic human needs including
physiological, safety, love and belong, self-esteand self-actualization needs. Maslow furtherestahat
physiological needs are the most potent needs &atl higher order needs (i.e., self-esteem and
self-actualization) are not important if lower ordeeds (i.e., physiological and safety needs)nateat
least partially satisfied. Similarly, Adams (1968)ggested that individuals are mainly motivated by
economic gains in order to provide the necess#iabs conveniences for their lives. From this perspec
one could argue that an individual might not be imatéd by motivation factors if hygiene factors are
deficient as hygiene factors could generally beveié as lower order needs. For instance, an ind@idu
may not be motivated by the opportunities for achieent and/or recognition (motivation factors)héte

is a fear of losing his or her job (a hygiene factMoreover, when an employee is satisfied witivdo
order needs through improved salary, work condstigob security, and company’s policies such adtihea
care, he or she might demonstrate high levels oB @€cause of his or her perceived organizational
obligations (Cohen & Keren, 2008). Given lower ardeeds are more important than higher order needs
when considering human needs, it is expected thatdividual will be more motivated to engage in BC
by the presence of sufficient hygiene factors tienpresence of motivation factors. Therefore, veppse

the following:

Proposition 3: The presence of sufficient hygiene factors wilida greater impact than the presence of
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motivation factors on the degree of OCB exhibitgah individual's OCB.
4. Discussion

We have intended to develop a theoretical framewbak describes the degree of OCB exhibited by an
individual using the concepts from the two-factoedry. Our purpose is to establish an OCB framework
that includes motivation and hygiene factors. T@mphasis has been largely neglected in the OCB
literature. Specifically, most previous studies dnasupported the idea that job satisfaction and job
dissatisfaction are on the same continuum (Eweal.efl966). However, this assumption might overlook
the different impacts of motivation and hygienetéas on an individual's OCB. Thus, our basic ratilenis
that both the presence and absence of motivatidmggiene factors could have an impact of the degfe
OCB exhibited by an individual.

Regarding the relationship between motivation factmd OCB, we have argued that OCB will be affibcte
by the presence and the absence of motivationrfacdpecifically, when motivation factors are prdase a
workplace, an individual might experience high levef job satisfaction, which in turn lead to hilgvels

of OCB. On the other hand, when motivation factmes absent in a workplace, an individual might lpet
able to experience the socio-emotional terms ohamge, which in turn reduces his or her willingness
exhibit OCB.

In terms of hygiene factors, we have presentecaggument based on the presence or absence ofetfici
hygiene factors. Specifically, the presence of diefit hygiene factors could be viewed as situationa
constraints (e.g., high levels of standardized mirgdional procedures) that reinforce an individugil-role
behaviours and therefore OCB is discouraged. lerotfords, an individual might exhibit higher levels
OCB when fewer organizational constraints are prege a workplace result from the improvement of
deficient hygiene factors (e.g., the improvemermadr leader-follower relations).

When considering both motivation and hygiene fa;tare have claimed that the presence of sufficient
hygiene factors will have a stronger influence thia@ presence of motivation factors on an individua
OCB. This is because if hygiene factors are deficimotivation factors will have limited or no imgaon

an individual's OCB as higher order needs are mgtirtant when lower order needs are not satisfied.

4.1 Implications for Theory

We believe that the application of the two-factioedry extends prior OCB research in two major ways.
First, because the framework offered by this aticbnceptually distinguishes the different impaftt o
motivation factors and hygiene factors, it makesharper distinction between how an individual's OB
motivated given motivation factors are relatedhe tontent of a job and hygiene factors are relatete
context of a job (Herzberg et al., 1959).

While it has been shown that job satisfaction ie ohthe most important antecedents of OCB (Lapié&rr
Hackett, 2007; Whitman et al., 2010), our theosgtitamework provides a new OCB perspective that
incorporates the view of job satisfaction and jidsdtisfaction as two distinct dimensions. By irigeging
this area, we have shown that both job satisfactiod job dissatisfaction, affected by motivatiord an
hygiene factors, could both be antecedents of Q€Rddition, since the OCB literature lacks of wsh

on the effect of job dissatisfaction, the inclus@frjob dissatisfaction provides the basis for fattesearch

to explore how job dissatisfaction related variabtea work environment affect an individual’s OCB.

4.2 Implications for Practice

If empirically validated by future research, ouedinetical framework could have important implicasdor
practice. First, understanding OCB in the contdxthe two-factor theory may provide insight intceth
improvement of individual, group, and organizatioparformance as organizations and managers can
employ managerial practices that encourage OCBzhb¢eg et al. (1959) claimed that the presence of
motivation factors leads to high levels of job sfttion. Meanwhile, previous OCB research has show
the important impact of job satisfaction on OCBu$horganizations and managers are able to enaurag
high levels of OCB by presenting high levels of imation factors. For instance, by ensuring an irctiial
utilizes a variety of skills to perform his or hasks, organizations and managers are able toaserdne
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individual's perception of challenging work, whidh turn may promote high levels of OCB (Piccolo &
Colquitt, 2006).

In terms of improving the deficiency of hygienetfars, organizations and managers can utilize teasedb
approaches to encourage OCB. Specifically, orgéinizaand managers can use a team building approach
to encourage helping and collaborative behavioutsch in turn may improve interpersonal relatiomsl a
work conditions and reduce the reliance on sup@mviand company policies.

We have also argued that hygiene factors have egr@apact than motivation factors on an individsal’
OCB based on the concepts from Maslow’s (1943)rtheb hierarchy of needs. Thus, organizations and
managers should pay more attention to improvingcibeft hygiene factors than presenting motivation
factors. In addition, it is important for organizets and managers to identify the levels of indinidneeds.

In other words, to motivate an individual's OCBganizations and managers should critically assess
individual needs using need assessment instrunseicts as Porter’s (1961) or Mitchell and Moudgill’s
(1976) questionnaires. After individual needs adentified, organizations and managers could then
facilitate the process of attaining those needs rémoving task barriers, reducing uncertainties,
implementing delegation, offering training and duiag, and ensuring a supportive work culture.

5. Limitations and Future Resear ch Suggestions

By exploring OCB in the context of the two-factonebry, we provide another perspective for
understanding OCB as motivation and hygiene fadwamstion differently in determining an individual’
work motivation (Herzberg et al., 1959). Althoudistarticle intends to offer a new OCB perspectives
not without limitations.

A first limitation is related to the two-factor thwgy itself. Specifically, it has been suggested ttame
motivation factors could contribute to job dissiision while some hygiene factor could contribtdgob
satisfaction because the results of the two-fatteory were suggested to be method bound (e.gdn@gr
1977). Thus, future research that interprets amdiepour theoretical framework may need to beioast
However, Bockman (1971) claimed that previous nesethat objected the two-factor theory neglectes t
explanations that the two-factor theory presenBamtkman further concluded that there was considerab
support for the two-factor theory based upon hemg@hensive literature review.

When examining individual differences, previouseash has shown that individual factors could have
great impact on an individual’'s motivation. Fortargce, in their study of motivation to learn, Majburner,
and Fletcher (2006) found that proactive personatitbe a significant predictor of motivation taaita.
Richardson and Abraham (2009) examined what metsvaniversity students’ grade point average (GPA)
and revealed that conscientiousness and achievenaiviation explained much of a student's GPA. Sung
and Choi (2009) studied the impact of Big-Five pesdity traits on the motivational orientations of
creative performance and discovered that createdopnance was strongly affected by whether an
individual possesses extrinsic motivation. Giveavipus studies have shown that individual diffeemnc
play a crucial role in determining an individuakerk motivation and outcomes, a second limitatibthgs
article is that it does not account for those fexté\lthough our primary objective is to introduaenew
OCB perspective, future research that includesviddal factors is needed to validate and strengthen
theoretical framework.

A final limitation is that our theoretical framewofocuses much on an aggregated OCB. However, a
certain motivation or hygiene factor might be moetated to certain OCB dimensions than others. For
instance, responsibility might have a greater inhgercconscientiousness than sportsmanship whilé wor
conditions might have a greater influence on spuatsship than civic virtue. Thus, future theoretiaat
empirical research is needed to further extendhberetical framework offered by this article. Diésghe
potential limitations, this article provides impamt implications for theory and practice.

6. Conclusion

In this article, we have sought to develop a thiézakframework that explains OCB by applying Hezap
et al.’s (1959) two-factor theory. This emphasis haen neglected in the OCB literature. Thus, vies
that OCB can be conceptually better understood whetivation and hygiene factors are both examined.
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We provide the theoretical framework and the prdjors that guide future theoretical and empirical
research. In addition, we offer managers and orgdinns suggestions and recommendations on how the
proposed theoretical framework and propositionskmmsed to enhance organizational outcomes through
encouraging high levels of OCB.
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