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Several studies showed that the empowerment is pathway to organization
citizenship behaviour (OCB) among teachers. Therefore this study focuses on
investigating the relationship of psychological empowerment, demographic
characteristics and organizational citizenship behaviour Participants of the
survey were both from public and private sector universities of Punjab. Data
was collected using the self-administered questionnaire. 213 questionnaires
were distributed among the different 18 universities in Pakistan. We
received 194 questionnaires from our respondents but only 180 was
accurately filled and used for further analysis. Thus the response rate is 85%.
To determine relation between empowerment and OCB regression analysis
was used. ANOVA analysis and independent sample t-test was used to

examine the influence of demographic characteristics on OCB. Our findings
show that psychological empowerment is significantly and strongly related
to OCB. Furthermore, demographics are also found to be important to
promote the OCB in university teachers, whereas tenure of the job is found to
be significant predictor of employee empowerment.

© 2017 The Authors. Published by IASE. This is an open access article under the CC
BY-NC-ND license (http://creativecommons.org/licenses/by-nc-nd/4.0/).

1. Introduction

Universities are the enlightening (educational)
organizations which has very significant and
sensitive mission. It needs teachers (faculty) with
high voluntary and conscientious performance to
achieve its objective in educating and training
students (Bagheri et al., 2011).

Now days, teachers’ role is extended over the
one-way transmission of knowledge, but
encompasses teaching learners how to learn,
supplement their confidence, boosting their self-
esteem, motivating them and managing an
appropriate learning environment (Paxton, 2006). At
university  settings, @ however, interpersonal
relationship need far stronger because of open and
more communication between teachers and
students. Students are mature enough and teachers
can easily and openly communicate with them
especially with post graduate students who are
closely in touch with their supervisors (teachers)
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while doing their thesis (Sarkhosh and Rezaee,
2014).

In the  higher education institutions
(Universities), the most significant foundation for
the determination of educational development and
the academic excellence, is its workforce (teachers).
Furthermore, universities too gradually become
more conscious that faculty is the key person
significantly contributing in accomplishing their
mission. They also realized that like other
organization volunteer behaviours are significant
factor for organization (universities) survival and
high performance (Khan et al., 2013).

In the literature, research on teacher’s
empowerment found and emerged in the late 1980s
(Edwards et al, 2002). Teacher empowerment
defined as a process whereby universities employees
(teachers) and students build up the capability to
take responsibility of their own growth and resolve
their own problems as teacher empowerment
contains enhanced prominence, more awareness and
direct involvement to decision making (Maeroff,
1988). Rinehart and Short (1994) Categoried teacher
empowerment into six dimensions. Theses
dimensions includes decision making, career
development, status, self-efficacy, autonomy and
impact which are alike the four dimensions of
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Spreitzer psychological empowerment (Conger and
Kanungo, 1988).

Empowerment is a process of enhancing
employee feelings of self-efficacy within an
organization and delegating authority to its

employees (Conger and Kanungo, 1988). George and
Brief (1992) studied the cognitive elements of
empowerment. The four cognitions are impact,
competence, meaningfulness and choice. “Meaning”
is defined as purpose and personal approach to the
work goal. It can be found in almost every task, job
or organization. “Competence”, second dimension of
psychological empowerment is defined as an
employee confidence to their capabilities to perform
jobs well. “Self-determination”, third dimension, is
concerned with delegation of power to make their
work related decisions. Self-determination exists
when employees have some control over their work
planning and scheduling like what to do, how to
sequence work activities, what to start and what to
hold etc. (Spector, 1986). “Impact”, fourth and the
last dimension, is the extent to which an employee
can influence organization strategic decisions and
concerns (Thomas and Velthouse, 1990).

Furthermore, the study also found that the four
dimensions are interconnected and in joint will
measure the empowerment constructs. The
experience and result of empowerment becomes
limited if any of the dimensions is missing (Spreitzer,
1995). Actually, the combination of the four
dimensions imitates how an individual desires to
structure and outline his work role or job (George
and Brief, 1992).

Teachers’ psychological empowerment is
essential and significant for the effective
transmission of knowledge, sharing of ideas and
enhances student’s intellectual and research abilities
(Sarkhosh and Rezaee, 2014). Furthermore, Bogler
and Somech (2004) found that teacher
empowerment promotes the organization
citizenship behaviour which contributes to the
overall effectiveness of the teacher.

Organ (1988) defined organizational citizenship
behavior (OCB) a self-instigated by organizational
employees. Employees perform beyond their job
requirements. They not only fulfilling their
professional obligations and job but also taking
voluntary actions in favour of organization like
helping others, promoting company image, involving
in decision making and offering advice (Organ,
1990). OCBs are normally discretionary and non-job
related behaviours. These are less likely to be
formally or explicitly rewarded but such behaviours
shown by organization individuals found to be
helpful in literature for long term success of
organization (Podsakoff et al., 2000; Barroso et al,,
2004). Moreover, Organ (1977) recognized OCB as a
cognisant and self-directed behaviour resulting in
improving business productivity and high returns. In
that case, the individual employees go beyond their
formal job obligations, provide voluntarily support,
cooperate and confer with others.
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The literature had observed some similarities and
differences exist among the different forms of OCB
constructs (Organ et al, 2006) similarities are
defined as altruism, sportsmanship,
conscientiousness, civic virtue and courtesy
(Podsakoff et al., 2000).

Concept of “altruism” means disinterested and
selfless concern for the well-being of others. It
includes voluntary actions for helping the colleague
with work problems. Altruism also includes
application of thoughtful laws and investigation of
the behaviours which prevent work problems for
others. The showing of politeness in one's attitude
and behaviour towards others, respect for rights and
privileges of others, conference with those who may
be pretentious by decision or action of the person,
informing others before performing any important
action can indicate “courtesy”. “Conscientiousness” is
the personality trait of being thorough, careful, or
vigilant. It includes the behaviours which are
expressed by the employee for performing duties
beyond the determined requirements of the
organizational role or what he is expected. “Civic
virtue” refers to the positive involvement of
employee in consulting with others before
performing, giving notice before the decision
making, and exchanging information with colleagues
(Moghimi, 2013). “Sportsmanship” means an
employee capacity to merrily adjust with workplace
inflexibility and incompatibilities without
complaining verbally or formally (Kernodle, 2007).

However, (Podsakoff et al., 2000) discussed some
additional constructs of OCB, these are: "Helping
behaviors", means show cooperation and/or helping
others to overcome job related problems or
challenges. It also encourages the other employees to
be cooperative and concerned to their peers (Huey
and Zaman, 2009).

"Self-development” the process by which a
person's character or abilities, skills and knowledge
are gradually developed to the benefit of the
organization (George and Brief, 1992).

So, the higher institutes leaders and management
need to observe and understand their faculty
behaviours in order to increase the teaching quality
and to contend successfully both domestically and
internationally. Deans and heads could form the
positive behaviour like organization commitment,
job satisfaction, employees’ retention, lower
absenteeism and turnover and organization
citizenship behavior of academics by empowering
them (Bogler and Somech, 2004; Choong et al,
2011). Study by (Khan and Rashid, 2015), also
suggested guidelines to help universities to promote
OCB among academicians. They believe that in
teachers OCB can play an important role in
developing the students’ personality and morality
beyond delivering the best knowledge to them.

A study by Spreitzer (1995), found that
empowered individuals recognize their job as
significant and have sense of competence and an
impact on their jobs. Such employees tend to be
proactive and engage in volunteer behaviours in
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their job settings. These positive and volunteer
behaviours are recognized as organization
citizenship and organization commitment.

In academics, it has been observed that teachers
having perception of exercising higher levels of
empowerment are more confident, having better
teaching skills and control over their work. They are
more determined and have better work ideas.
Moreover, several studies have found a positive
relationship between psychological empowerment
and employee performance (Wang and Zhang, 2012).

Findings relating to effect of psychological
empowerment on job satisfaction and organizational
citizen behaviour show that when the teachers have
feeling of self-determination, competence, impact
and meaning in workplace, they will have higher job
satisfaction and higher tendency to express
organizational citizen behaviour (Bogler and
Somech, 2004).

Due to positive and favourable outcomes of
empowerment, the subject has remained a focus
area for many researchers during the past decade
but the results are confusing (Sweetland and Hoy,
2000). This study aims to examine teacher
empowerment in relation to most important
outcome, organization citizenship- a key factor in
their performance (Howell and Dorfman, 1986;
Diefendorff et al, 2002). This study also aims to
investigate:

1.Impact of psychological empowerment on the
organization citizenship behaviour in University
teachers

2.Access the impact of job tenure on Psychological
empowerment in university teachers

3. Access the impact of demographic characteristics
such as age, gender, qualification, job designation
and tenure of the job on the level of OCB.

2. Material and methods
The above discussed literature leads to the

development of following conceptual framework
shown in Fig. 1.

Job Tenure

Psychological

Empowerment Citizenship
Demographic /___I'
Characteristics ;o H2

Fig. 1: The conceptual model of research
2.1. Hypotheses

Following hypotheses were established to access
the relationship among studied variables:
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Hypothesis1: Higher the job tenure, higher the
perception of psychological empowerment
Hypothesis 2: Does any significant relation exist
between OCB of university teachers and their
demographic characteristics
Hypothesis3: Psychological
positively associated with OCB.

empowerment is

2.2. Methodology

This is the explanatory study, used the survey
method to determine the relationship between
university teachers’ psychological empowerment
and organizational citizenship behaviours. The study
sample was selected from the HEC recognized
universities list. The data was collected from the
different 18 public and private universities of
Pakistan by using non probability convenient
sampling method. Out of 203 questionnaires
distributed, 180 (89%) were filled out and collected.

To measure employee empowerment, 16 item
scale initially develop and validated by Spreitzer
(1995) was used. To measure the OCB, scale by
Podsakoff et al. 2000) was in this study. The thirty
four items were scored using a Likert scale ranging
from 1 to 5. (1=strongly disagree to 5=strongly
agree). The Cronbach’s alpha for OCB is .824 and for
employee empowerment is .77, which were
considered good to very good (Hair et al., 2006).

The questionnaire contains two sections. The first
section consists of demographics like gender, age,
qualification and job information like job experience,
no. of hours worked, job designation of the
employees and the second section includes items to
measure the five OCB dimensions and four
psychological empowerment dimensions.

3. Results and discussion

Data were analyzed using independent sample t-
test and one way AOVA and results are summarized
in Table 1. Table 1 results indicate a significant
relationship between job tenure and employee
perception of  psychological empowerment.
Therefore results support the first hypothesis at 0.05
level of significance and this result is consistent with
other studies in literature (Mearaj, 2010; Greasley et
al, 2008). The results also partially support the
hypothesis 2.

3.1. Gender

The results supports the study hypothesis 2 that
OCB is closely related to gender (a<0.042, p<0.05) as
found by Narang and Dwivedi (2010) in their study,
that female teachers are more responsible and show
greater concern towards student than male teachers
but Rezaian (2006) examined that gender
discrimination and lack of justice are the major
reasons in discouraging the women to exhibit OCB.
Some other studies in the literature found
contradictory results that male employees exhibit
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more OCB than female employees (Rezaian, 2006;
Mahnaz et al.,, 2013; Wanxian and Weiwu, 2007)

3.2. Marital status

The results (a -value is .337, p<0.05) doesn’t
support the study hypothesis 2 that perception of
OCB behaviour vary with marital status and married
teachers show higher level of OCB than unmarried
teachers. This result is inconsistent with literature
study by Mahnaz et al. (2013) and Robbins and Judge
(2009) which observed that individual demographic
characteristics such as age, gender, and marital
status affect job behaviors like job satisfaction,
turnover, OCB, involvement, performance, etc.

3.3. Qualification

The results given in Table 1 supports the
hypotheses 2 those teachers with higher
qualification are more engaged in volunteer
behaviours like OCB (o< 0.001, p<0.05).

Many researchers like Katz, 1964 and MacKenzie
et al. (1993), found that the volunteer behavior of
employees is for their own growth and development
but Mahnaz et al. (2013) found that qualification is
significantly associated with overall OCB not just
self-development.

3.4. Age

Supports found for hypothesis 2 in the results of
Table 1 (a< 0.011, p<0.05). Teachers who are in age
of 46 or above are more committed to OCB than the
young teachers.

The results are in accordance with the several
studies in literature (Van Dyne et al., 1994).

3.5.Job position

The results also shows strong association
between OCB and job designation (as< 0.024, p<0.05)
and supports the hypothesis 2.

Organizational power and freedom of choice
inherited from the job position influence the
employee commitment level which ultimately
associated with OCB. This result is also consistent
with previous study results (Hrebiniak and Alutto,
1972)

3.6. Job experience

Among the five job experience -categories,
employees with more experience demonstrate the
higher level of OCB (as< 0.000, p<0.05) and
supported by the findings of Meyer and Allen (1984)
and Mearaj (2010).

Table 1: The demographic characteristics of the subjects

Demographic variables Groups N %age  Level of Sig. (OCB)  Level of Sig. (EE)

Male 119 66

Gender Female 61 34 0.042
Married 146 81
Marital Status Unmarried 18 10
Divorced/Widow 15 8

6-8 hrs 92 51 0337
Avg. no, of hrs worked/ day 8-10 hrs 76 42
more than 10 hrs 11 6
Less than 1 yr 4 2
1-5yrs 67 37

Job Experience S5yrs 1M-10yrs 71 39 0.000 0.01

10yrs 1M-15 29 16
above 15yrs 9 5
Below 30yrs 21 12
30-35yrs 46 26
36-40 yrs 65 36

Age 41-45 yrs 21 12 0.011
46-50 yrs 18 10
Above 50 yrs 9 5
Mastres 105 58

Education MS/M.Phil 69 38 0.001
Phd 17 9
Lec 106 59

Job Designation AP 69 38 0.024 0.00

Prof 5 3

Table 2, summarizes the regression analyses
results. Regression analysis was run to test the
hypotheses 3.nt on OCB. According to model
summary, the independent variable employee
empowerments together explain 42.3% of the
variance (R Square) with dependent variable
organization citizenship behaviour, which is highly
significant, as indicated by the p-value (.000) which
in all case is less than .05. The regression equation
for OCBis
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Emp.O0CB = 0.296 + 0.708 (emp. Empw).

Linear regression analysis results indicates a
positive significant relationship between employee
overall perception of psychological empowerment
and organizational citizenship behaviour (OCB) as
found by other researchers in the literature
(Bhatnagar and Sandhu, 2005; Wat and Shaffer,
2005, Jiang and Fu, 2011; Jin-Liang and Hai-Zhen,
2012; Karavardar, 2014).
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Table 2: Coefficients
Unstandardized Coefficients

Model B Std. Error T Sig.
1 (Constant) 296 131 2.251 .026
Empw .708 .062 11.42 .000

4., Conclusion

The study results confirmed the hypothesized
model. Moreover, the model is best in explaining the
influence of empowerment on organizational
citizenship behaviour. The findings which were
obtained from this study showed that higher the
feeling of psychological empowerment in their work,
higher tendency they show to express organizational
citizenship behaviors. This conclusion is accordance
with findings of other researcher in the literature
(Abazeed, 2009; Nezakati et al, 2010). All the
researchers mentioned in this study also indicated
that those managers who feel psychological
empowerment  show  higher  organizational
citizenship behaviour. This study also concludes that
without empowering their faculties, universities can
never be successful in accomplishing their mission.

This study valuably contributions to the
literature. First of all, this study is the initiative step
to the studies of higher education institutions in a
developing country which not only examine the
impact of employee empowerment on organizational
citizenship behaviour but also examine the impact of
different demographic characteristics on OCB and
employee empowerment. Demographic
characteristics except marital status like gender, age,
job designation and job experience are significantly
associated with OCB as discussed by other studies
(Premsagunnism, 2009; Mahnaz et al., 2013). This
study results also signifies that teacher
empowerment is becoming vital for teacher’s high
performance. This present study’s results would be
beneficial in motivating both the teachers and
directors to provide opportunities to their faculty to
improve their qualification.

5. Limitations and recommendations

This study has some limitations. The study
sample was taken from the universities of the Punjab
province only. Therefore, results of study may not be
generalized to other provinces. Another limitation of
this study was the questionnaires’ distribution.
Questionnaires were distributed among the faculty
members of  different  departments.  All
questionnaires were self-reported, which may have
contributed toward the common method bias.
Furthermore, this study only examined the
combined and direct impact of psychological
empowerment on overall OCB.

Regarding the limitations and findings of the
study, this study suggests some recommendations
for the future research. Firstly, this study must be
examined in schools and colleges to determine
whether the results presented here reflect the
general situation of teachers on all levels. Secondly,
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this study can also be extended to determine the
association of different dimensions of employee
empowerment with the different dimensions of OCB.
Furthermore, a study on the comparison of the
perception of employee empowerment and OCB in
the public and private sector universities can be
done.

Lastly, future studies may be conducted to
examine the influence on teachers’ psychological
empowerment on other organizational behaviours
like job involvement, employee engagement, turn
over, etc.
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