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Abstract: Organizational citizenship behavior (OCB) is crucial for an institution's success and is often linked to better employee performance.
Educators can proactively enhance their job satisfaction, organizational commitment, and OCB. While much research focuses on
primary/secondary teachers internationally, this study specifically examined these factors in college instructors within LUCs of Davao de Oro and
Davao del Norte. Utilizing a correlational, non-experimental quantitative design with stratified random sampling to obtain data from 250
respondents, the study employed weighted mean, Pearson r, and linear regression analysis. The findings revealed high levels of job satisfaction,
commitment (associated with better retention and work environment), and OCB among these instructors. Strong positive correlations were found
between both job satisfaction and commitment with OCB. Job responsibilities and the work environment were the most significant predictors of
OCB and commitment to teaching work. The study suggests that administrators should focus on creating supportive work environments, and
instructors may continue to strengthen their commitment to teaching and institutional objectives to improve OCB and job satisfaction, ultimately
leading to a more harmonious and effective workplace.

Keywords: Master in Management, College Instructors, Job Satisfaction, Organizational Commitment, Organizational Citizenship
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l. INTRODUCTION

Organizational Citizenship Behavior (OCB) refers to voluntary, discretionary actions taken by employees that go beyond formal
job requirements and are not directly recognized by reward systems, yet contribute significantly to the long-term effectiveness of
the organization. Unlike mandated duties, these behaviors are informal, stem from personal initiative, and are often driven by a
sense of loyalty or shared purpose. In the education sector, particularly among Australian teachers, OCB plays a vital role in
promoting student achievement, enhancing teacher collaboration, improving school discipline, and strengthening the overall
reputation and functioning of schools. Despite its importance, many teachers face conditions that hinder the consistent display of
OCB.

Australian teachers report considerable workplace challenges that negatively impact their willingness and ability to engage in
OCB. According to research, 71% of teachers feel underappreciated by their students, and 76% believe their workload is excessive,
often extending into personal time due to after-hours administrative duties. These pressures contribute to widespread dissatisfaction:
34% of teachers express discontent with their job, 58% are considering leaving the profession, and only 47% would recommend
teaching to others. Notably, 10% of those considering quitting cite a lack of appreciation as a key factor. Such conditions create an
environment where extra-role behaviors like OCB are difficult to sustain, as many teachers are overwhelmed and feel undervalued.

Studies consistently demonstrate that job satisfaction and organizational commitment are crucial drivers of OCB. Teachers who
are emotionally invested in their roles and feel positively about their work environment are more likely to go beyond their required
duties. These teachers tend to support their colleagues, assist students outside class time, contribute to school initiatives, and embody
the values of their institutions. Research by scholars such as Shrestha and Bhattarai (2022), Singh and Singh (2022), and Van der
Hoven et al. (2021) confirms that job satisfaction has a strong positive correlation with OCB. Similarly, organizational
commitment—oparticularly affective commitment, or emotional attachment to one’s workplace—has been shown to be a strong
predictor of civic behavior within schools.

The theoretical basis for understanding OCB in this context lies in Homans' Social Exchange Theory (1958), which views
employee behavior as a form of reciprocal exchange. Within this framework, two types of exchanges occur: economic and social.
Economic exchanges are governed by formal contracts and compensation, whereas social exchanges are characterized by mutual
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trust, loyalty, and respect that go beyond formal agreements. In a social exchange relationship, employees are motivated to exhibit
OCB not by monetary rewards, but by the emotional and relational satisfaction, they receive in return for their efforts. This theory
is supported by recent research suggesting that recognition, appreciation, and supportive leadership are more effective than financial
incentives in fostering OCB.

Key antecedents of organizational citizenship behavior include job satisfaction, organizational loyalty, affective commitment,
and perceived organizational support. When these elements are present, teachers are more likely to engage in behaviors that promote
a positive, high-functioning educational environment. Ultimately, fostering a supportive and appreciative work culture can
encourage teachers to go above and beyond their job descriptions, benefiting not only students but also the broader school
community.

This study aims to determine the level of job satisfaction, organizational commitment, and organizational citizenship behavior
among college instructors. It further explores the relationship of the involved variables, specifically job satisfaction and
organizational citizenship behavior, as well as organizational commitment and organizational citizenship behavior. It aims to
investigate which domains of job satisfaction and organizational commitment significantly influence organizational citizenship
behavior.

. RESEARCH METHODOLOGY

The study's strategy and procedures are detailed in this section. The study's variables, analytical framework, data and
sources of data, study's universe, and study's sample are all part of this. Here are the details;
3.1Population and Sample

The study will focus on college instructors from Region XI, Davao del Norte, and Davao de Oro will complete the survey.
3.2 Data and Sources of Data

The research effort seems to focus on Region XI, which comprises five provinces in northern Mindanao: Six of the eight
LUCs in Davao del Norte and Davao de Oro provinces will be part of the research. Santo Tomas College of Agriculture, Sciences
and Technology (52), Kapalong College of Agriculture, Sciences and Technology (109), Samal Island City College (61), Kolehiyo
Ng Pantukan (48), Maco de Oro College (12), and Monkayo College of Arts, Sciences and Technology (66). The researcher notes
that faculty members for these institutions include research in these provinces, which has not focused on the organizational
citizenship behavior of college professors, given their work pleasure and organizational commitment.

3.3 Theoretical framework

Social exchange theory (Knoll et al., 2021, p. 619) helps one understand how one feels about his or her company and
colleagues through perceptions of their interactions. Widarko and Anwarodin's (2022, p. 123) hypothesis offers a decent framework
for comprehending OCB in the workplace. The theory of social commerce revolves mainly around the reinforcement of
compensation. Under promises of pay, workers in social exchange models labor in their connections and use the resources at hand
(Ahmad et al., 2023, p. 2). For this study, two such assets are workplace happiness and organizational loyalty.

3.4 Statistical tools

After retrieving all questionnaires, the data will be tallied, reviewed, and interpreted according to the study's purpose. The
data will first be averaged to assess and comprehend the typical index of levels of job satisfaction, organizational commitment, and
organizational citizenship behavior. Finding a statistically significant relationship between the variables is the next step. Therefore,
we will use Pearson's r. The researcher utilized Multiple Regression Analysis to investigate the association between organizational
citizenship behavior and parameters such as work satisfaction and organizational commitment.

3.4.1 Descriptive Statistics

This study will utilize a non-experimental quantitative research methodology grounded in correlational approaches to
examine relationships between variables without necessitating the researcher's intervention or modification of any variables. A
correlation quantifies the direction and/or strength of the relationship between two or more variables. A correlation can be either
positive or negative. (Devi, Barkha; Lepcha, Mrs; & Basnet, Shakeela, 2023, p. 62). After the research sample size is decided upon,
stratified random sampling will be used to choose the respondents. A stratified sample is one in which individuals are randomly
chosen from a predefined pool according to geographical divisions of the population.

Three tools were used in this study, modified in line with the research goals. While some of these polls are just basic forms
available online, several have been changed with the assistance of business leaders. The researcher could decipher teachers'
organizational commitment using the given range of mean scores: When the mean score falls between 4.20 and 5.00, clearly
showing a Very High level, teachers' dedication is evident. Given that the mean range was judged to be high, from 3.40 to 4.19,
such dedication is usually clear-cut. Between 2.60 and 3.39, scores show a high devotion, which is occasionally evident. A low
level indicated by an average between 1.80 and 2.59 suggests that the degree of dedication is hardly evident. Lastly, teachers' lack
of organizational commitment is shown by a very low mean ranging from 1.00 to 1.79.

The data will first be averaged to assess and comprehend the typical index of levels of job satisfaction, organizational
commitment, and organizational citizenship behavior. Finding a statistically significant relationship between the variables is the
next step. Therefore, we will use Pearson's r. The researcher utilized Multiple Regression Analysis to investigate the association
between organizational citizenship behavior and parameters such as work satisfaction and organizational commitment.

IV. RESULTS AND DISCUSSION

This section presents the results and findings of the current study. The data analysis, based on the specified indicators,
highlights the study's key outcomes. Furthermore, the implications of these results are reinforced by relevant literature and expert
insights, strengthening the study's conclusions.

Level of Job Satisfaction of College Instructors

Table 1 demonstrates how happy college teachers are with their positions based on several standards. The respondents
regularly report great job satisfaction with a total mean score of 4.33 and a standard deviation of 0.472, which falls into the "Very
High" descriptive category. Generally speaking, the indicators of high job satisfaction seem strong. Although the responses vary
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somewhat, the moderate standard deviation shows the ratings are incredibly high. This homogeneity implies that responders agree
on the following: job responsibilities, employment security, community attachment, and work environment.

Table 1: The Level of Job Satisfaction of College Instructors

Indicators Mean sD Description
Job Responsibilities 4.43 0.440 Wery High
Work Security 4.20 0.639 wery High
Community Attachment 4.34 0.543 Very High
Work Environment 4.34 0.564 wery High
Overall 4.33 0.472 Very High

The results imply that all the measured indicators are very high, meaning that college teachers regularly find these favorable
features in their jobs. High ratings in all spheres highlight strong performance in job responsibilities, community attachment, work
environment, and work security. The relatively low standard deviations suggest an excellent agreement among the respondents
about their job happiness. These findings complement the body of research already in publication, stressing the need for
meaningful work, encouraging surroundings, and job stability in raising general job satisfaction.

The Level of Organizational Commitment of College Instructors

The results shown in Table 2 are based on the responses regarding the Organizational Commitment of College Instructors.
As presented, the overall mean of organizational commitment of college instructors is 4.49, with a standard deviation (SD) of 0.431,
categorized as "Very High." This indicates that instructors demonstrate a strong sense of dedication and attachment to their
profession, institution, and work-related responsibilities.

Table 2: The Level of Organizational Commitment of College Instructors

Indicators Mean SD Description
Commitment to Work Group 447 0.514 Very High
Commitment to School 4.51 0.500 Very High
Commitment to Teaching Work 449 0.461 Very High
Commitment to Teaching Occupation 4.50 0.560 Very High
Overall 449 0.431 Very High

The Level of Organizational Citizenship Behavior of College Instructors

Table 3 shows the results for the Level of Organizational Citizenship Behavior for College Instructors. The findings
indicate that college instructors show a great degree of organizational citizenship practices across a range of factors. Teachers'
4.55 average score and 0.422 standard deviation clearly show their outstanding organizational citizenship in all aspects of their
work. The low standard deviation of this group supports their consistent behavior even more by implying that college lecturers are
eager to influence their classes and employment.

Table 3: The Level of Organizational Citizenship Behavior of College Instructors

Indicators Mean sSD Description
Conscientiousness 4.53 0.525 Very High
Sportsmanship 4.35 D.488 Very High
Civic virtue 4.52 0.531 Very High
Courtesy 465 D.475 Very High
Altruism 4.47 0.553 very High
Overall 4.55 0.422 Very High

Significance of Relationship Between Job Satisfaction and Organizational Citizenship Behavior

In this part of the study, table 4 presents the relationship between the five (4) independent indicators namely: Job
Responsibilities, Work Security, Community Attachment, Work Environment and the dependent variable was analyzed using
Pearson- r. The results reveal statistically significant relationships, as indicated by the r-values, r-squared values, and p-values.
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Table 4. Significance of Relationship Between Job Satisfaction and Organizational
Citizenship Behavior

Independent Variable D\?gﬁggznl r-value | P-value Decision
Job Responsibilities o 26w 000 Reject Ho
Work Security Og‘;g{';:;'rﬁ"al 460+ 000 Reject Ho
Community Attachment Behaviorp A4 000 Reject Ho
Work Environment ) Wha 000 Reject Ho

r=_.591** p-value = .000
**p=<0.00 *p=0.05

Significance of Relationship Between Job Satisfaction and Organizational Citizenship Behavior

The data from Table 5 illustrate the correlations between Organizational Commitment indicators, such as Commitment to
Work Group, Commitment to School, Commitment to Teaching Work, and Commitment to Teaching Occupation, and
Organizational Citizenship Behavior. The findings indicate a strong and statistically significant relationship between organizational
commitment and Organizational Citizenship Behavior, suggesting that higher commitment levels are associated with increased
engagement in positive workplace behaviors.

Table 5. Significance of Relationship Between Job Satisfaction and Organizational
Citizenship Behavior

. Dependent -

Independent Variable Variable r-value P-value Decision
Commitment to Work - " Reject Ho
Group Organizational 663 .0oo

Commitment to School Citizenship 719 .000 Reject Ho
Commitment fo . . Reject Ho
Teaching Work Behavior 767 .000

Commitment fo 530 000 Reject Ho

Teaching Occupation
r=_814** p-value = 000

**p<0.00 *p=<0.05

Regression Analysis on Job Satisfaction to Organizational Citizenship Behavior

The regression study shown in Table 6 examines the effects of Job Responsibilities, Work Security, Community
Attachment, and Work Environment on Organizational Citizenship Behavior under the coverage of Job Satisfaction indicators.
Generally, the model reveals that job satisfaction is a statistically significant and strong predictor of corporate citizenship conduct.
The coefficient of determination indicates that while other factors account for the remaining variation in organizational citizenship
behavior, traits linked to job satisfaction explain around 41.8% of the variance in this measure.

Table 6. Regression analysis on Job Satfsfaction to Organizational Citizenship

Behavior
Job Satisfaction Unstandardized Standardized t Sig. Decision
Coefficients Coefficients
B Std. Error Beia
{Constant) 1.766 216 2192 000 Reject Ho
Job
— 460 064 480 7212 000 Reject Ho
Responsibilities
Work Security .029 047 .044 609 543 Accept Ho
Community
Attachment 013 .061 017 216 829 Accept Ho
Work
. 130 .065 AT4 2.016 045 Accept Ho
Environment
R = 647 RE2= 418
F-ratio = P-value =
44080 0.000

Regression analysis on Organizational Commitment to Organizational Citizenship Behavior

Table 7 shows the findings of a regression analysis examining the relationship between organizational citizenship behavior
and several facets of organizational commitment. As the statistical significance of the complete model indicates, these elements
of organizational commitment influence organizational citizenship behavior. Given their coefficient of determination, which
suggests that they roughly account for 68.4% of the variance, the commitment components show a great capacity to predict
Organizational Citizenship Behavior.
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Table 7. Regression analysis on Organizational Commitment to Organizational

Citizenship Behavior

Organizational Unstandardized  Standardized t Sig. Decision
Commitment Coefficients Coefficients

B Std. Error Beta
{Constant) 870 161 5413 000 RejectHo
commitment 122 045 148 2715 007 Accept Ho
to Work Group
commitment A70 051 201 3.3083 001 Accept Ho
to School
Commitment Reject Ho
to Teaching .389 049 424 7.895 000
Work
Commitment Reject Ho
to Teaching 139 036 184 3.905 000
Occupation
R =827 R2 = 4684
F-ratio = P-value =
132.63 0.000

Organizational citizenship behavior was clearly but relatively minimally influenced by commitment to the work group.
Although it is still crucial, this study shows that other kinds of commitment influence organizational citizenship behavior more than
loyalty to one's direct coworkers.  Still, close links among coworkers help to enhance the dynamism of a business using supportive,
tight ties. This study found that college instructors are satisfied with their jobs. According to the results, several factors, including
job duties, job security, community attachment, and the work environment, significantly affect their level of job satisfaction. The
fact that job duties had the highest mean score among these factors shows that teachers are happy and fulfilled.

In the end, the research shows that organizational citizenship behavior is much influenced by many elements of
commitment to the company; the most important one is dedication to the teaching profession. As these studies indicate, great
dedication in many sectors is necessary to support activities enhancing organizational performance and culture.

IV. CONCLUSION

This study shows that college instructors are generally delighted with their jobs, with “job duties” earning the highest mean
score and reinforcing a sense of fulfillment. At the same time, strong ratings for work environment and community attachment
underscore the power of collegial support and institutional climate. However, a slightly lower score for job security hints at lingering
stability concerns. Faculty also display high organizational commitment, especially toward their school’s mission, which aligns
with prior evidence that such dedication boosts intrinsic motivation, curbs burnout, and lifts performance. Consistently elevated
scores across all dimensions of Organizational Citizenship Behavior (OCB)—Iled by courtesy, followed by conscientiousness,
sportsmanship, civic virtue, and altruism—reveal that instructors routinely exceed formal role expectations through collegiality,
resilience, and institutional engagement, a pattern further substantiated by low standard deviations indicating broad
agreement. Regression results confirm that job satisfaction (significant duties and a positive work environment) and organizational
commitment (especially devotion to the teaching role) are the strongest predictors of OCB, explaining a substantial share of the
variance. The findings suggest that reinforcing clear, meaningful responsibilities, cultivating a supportive workplace culture, and

nurturing professional devotion can sustain high job satisfaction, deepen commitment, and elicit the extra-role behaviors that enrich

institutional effectiveness and educator well-being.

This study emphasizes the critical interplay between job satisfaction, organizational commitment, and organizational
citizenship behavior (OCB) in fostering a productive and positive academic environment. It highlights that administrators play a
key role in sustaining faculty morale through supportive work conditions, fair compensation, professional development, and
opportunities for meaningful engagement with students and peers. The findings also suggest that stable employment policies—
particularly for adjunct and contract faculty—should be a focus of regulatory bodies like CHED to improve retention and
institutional loyalty. Teachers, for their part, are encouraged to stay committed to institutional goals and collaborative efforts, which
enhance both job fulfillment and workplace harmony. The study underscores that policies promoting recognition, teamwork, and
mental health support can further strengthen OCB and educational outcomes. Future research should explore other variables—such
as leadership style, workload management, and cultural context—to deepen our understanding of faculty well-being and long-term
institutional effectiveness.
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