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ABSTRACT

This study aimed to investigate the effect of organizational citizenship behavior on employee performance at Laguna State
Polytechnic University. The researcher sought to assess the extent to which the employees of the non-teaching employees
manifested organizational citizenship behavior core values such as altruism, conscientiousness, sportsmanship, civic virtue and
courtesy. It also looked into the performance level of the non-teaching employees in terms of quantity of work, quality of work,
job knowledge, cooperation, and human relation. The total sample of 87 was all non-teaching employees of from the
Administrative Services. This study used the descriptive-correlation method to determine the relationship between organizational
citizenship behavior, the respondents’ profile, and the performance of employees. The primary data collection tool used was a
survey questionnaire designed by the researcher and validated by field experts and analyzed using simple linear regression on
SPSS V23. The Non-teaching employees were aged 20-30, mostly on a Job Order or Contract of Service status of employment.
Hold a Bachelor Degree and shows 36 out of 87 were CSC passer including board examination from the PRC. The level of
organizational citizenship behavior manifested by the employee was noted to have a highly observed interpretation based on the
result. As to the level of performance of the non-teaching employees it was noted to have a highly performed explanation based
on the result. The level of organizational citizenship behavior manifested by the employee has no significant difference to the
profile variables presented. It concludes that the hypothesis was failed to reject. The level of employee performance manifested
by the respondents has no significant difference to the profile variables in terms of age, employment status, years in service,
education and eligibility. It concludes that the hypothesis was failed to reject. The level of organizational citizenship core values
manifested by the employee has significant affect to the performance level of the non-teaching employees of LSPU, therefore, it
concludes that the hypothesis is rejected. The results show that organizational citizenship behavior has a positive and significant
effect on employee performance. The data indicate that OCB has a substantial effect on employee performance.
KEYWORDS: Organizational Citizenship Behavior, work performance, non-teaching employees

INTRODUCTION

Organizational Citizenship Behavior (OCB) is a
concept that is constantly changing that focuses on how and
why people give back to their organizations in ways other than
their clearly defined job functions. Organizations have long
been interested in how management affects employees'
attitudes toward their jobs, as well as what kind of commitment
people are ready to make to the company.

According to De Geus, 2020, findings obtained
through the OCB have spurred public organizations to embrace
citizenship behavior to boost performance. Indeed, public
entities today struggle to sustain service levels under shrinking
finances while also coming under increased scrutiny and
performance demands from citizens (Hassan et al., 2015).
Therefore, because OCB encourages staff to go above and
beyond officially specified position criteria, it may be a crucial
component of organizational responses to such difficulties.
However, other researchers have discovered evidence of OCB's
detrimental impacts, including occupational stress and role
creep (Bolino et al. 2013; Koopman, Lanaj, and Scott 2016).

As Perkbox (2020, December 10) put it so well,
employees are the company's propelling force. Therefore, it
should not come as a surprise that the daily performance of a
workforce has a substantial impact on a company's ability to
prosper or fail.

If businesses want to succeed in today's market, they
must figure out how to maintain their employees performing at
their highest levels and get the most out of them. By assisting
employees in developing within their roles and responsibilities,
a business can establish a pipeline of future leaders in addition
to aiding in the hiring, retention, and development of the most
talented employees. all of which contribute to prosperity in the
long run.

In addition to requiring continuous monitoring,
evaluation, and planning, enhancing employee performance is
a crucial step in achieving organizational objectives.

Employee performance, commonly referred to as job
performance, is the total value that an employee brings to an
organization in the form of a range of behaviors that support
organizational objectives both directly and indirectly. Both task
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performance and contextual performance, often known as
extra-role performance, are components of job performance.
Training may be perceived by employees as an
organization's effort to assist them in meeting the higher
standards.  Perceived organizational support is positively
associated with diligence, and it is also positively associated
with a drive to assist colleagues. This indicates that training
opportunities may have a beneficial correlation with OCB,
which is why it is being investigated in the present study.

OBJECTIVE OF THE STUDY

This study aimed to provide input to training program
that improved the quality and excellent service of the
employees of the Laguna State Polytechnic University and
reveal the relation of Organizational Citizenship Behavior and
employee performance.

MATERIALS AND METHODS

The research design used in the study was the
descriptive-correlation method to determine the relationship
between organizational citizenship behavior, the respondents’
profile, and the performance of employees in the Laguna State
Polytechnic University. The descriptive design was used to
identify the description of the profile of the respondents' related
factors. The correlation method was used to determine the
relationship between organizational citizenship behavior, the
respondents’ profile, and the performance of the respondents.

The respondents of this study were the proportional
total of 368 non-teaching employees across the campuses of
Laguna State Polytechnic University. With the response rate of
23.64%, total of 87 respondents. It consists of the regular,
casual, job order/contract or service which served the
university.

The instrument used to gather data for the study are
self-made  survey  questionnaire.  Checklist-type  of

RESULTS AND DISCUSSION
Description of the Profile of the Respondents

questionnaire was utilized by the researcher to answer the
problems stated. In addition, the questionnaire was constructed
by adopting the statements from different sites and articles
relevant to the considered indicators.The questionnaire was
composed of three parts. The first part was used to determine
the demographic profile of the respondents in terms of age,
employment status, years in service, education and eligibility.
The Second part determined the level of organizational
citizenship behavior of the employees in terms of Altruism,
Conscientiousness, Sportsmanship, Civic Virtue, Cooperation,
and Courtesy using the 4-point Likert-type scales answerable
by: 4-Always Observed, 3-Sometimes Observed, 2-Seldom
Observed, and 1- Never Observed. Last part was utilized to
determine the level of performance of the employees in terms
of Quantity of Work, Quality of Work, Job Knowledge,
Cooperation, and Human Relation using the 4-point Likert-type
scales answerable by: 4-Highly Performed, 3-Performed, 2-
Fairly Performed, and 1- Never Performed.

The data are gathered online, and the respondents
answered with the use of Google Forms. Furthermore, a letter
of confidentiality to the respondents were included in the
survey to give them assurance that their personal information
was kept confidential. Then data gathered from the
administrative employees of Laguna State Polytechnic
University-System. After collecting responses, the researcher
sought advice, assistance, and supervision from the statistician
for the encoding and interpretation of the results that supported
the formation of findings and conclusions.

Frequency and percentage were used to measure the
respondents profile variables. Mean and standard deviation
were utilized to get the perceived level of OCB core values and
employee performance. Analysis of variance were applied to
obtain the significant difference of OCB and profile variables
and employee performance and profile variables. Pearson R
correlation were used to meet the significant relationship
between OCB and employee performance.

Table 1. Frequency Distribution of Respondents According to Age

Age Range Frequency Percent
20-30 43 49.4
31-40 27 31.0
41-50 15 17.2
51 ABOVE 2 2.3
Total 87 100.0

Table 1 depicted a frequency distribution of 87 people
who responded corresponding to their age. 49.4% of those
surveyed were in the age range within 20 and 30, 31.0% seemed
aged across 31 and 40, 17.2% got aged within 41 and 50, as
well 2.3% had been aged 51 or above. This indicated that the
sample was primarily comprised of respondents who were
younger.

The table illustrated the frequency distribution of
employment status among 87 respondents. The majority of
respondents (78.2%) are working as Job Order/Contract of
Service laborers. It was then followed by the 18.4% of
respondents who are regular employees. Casual employees
constitute the smallest percentage of respondents (3.4%).
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Table 2. Frequency Distribution of Respondents According to Employment Status

Employment Status Frequency Percent
Regular 16 18.4
Casual 3 34
Job Order/Contract of Service 68 78.2
Total 87 100.0
Table 2 indicated that a large proportion of don’t item for them to be regular. It may also be suggestive of

respondents are employed as being Job Order/Contract of
Service employees. This may be because the job order or
contractual of service system has become more flexible and
enables organizations to hire and fire workers more readily and

an abundance of informal and unstable employment in the job
market. It is essential to remember that these data might not be
representative of the entire population.

Table 3. Frequency Distribution of Respondents According to Years in Service

Years in Service Frequency Percent
Below 1 Year 12 13.8
1-5 41 47.1
6-10 19 21.8
11-15 8 9.2
16-20 4 4.6
21 Above 3 3.4
Total 87 100.0

Table 3 displayed the frequency distribution of 87
individuals who responded by years of service. Twelve (13.8%)
of the people who responded have been employed for a period
of time shorter than one year. 41 of those surveyed (47.1%)
have served for 1 to 5 years, 19 (21.8%) for 6 to 10 years, 8
(9.2%) for 11 to 15 years, 4 (4.6%) for 16 to 20 years, and 3

(3.4%) for over 21 years. The vast majority of respondents have
served in service for one to five years, and the total number of
respondents declines as the number of years in service rises.
This may suggest that the majority of respondents are
somewhat relatively new in their respective professions.

Table 4. Frequency Distribution of Respondents According to Educational Attainment

Educational Attainment Frequency Percent
Bachelor Degree 80 92.0
Master’s Degree 7 8.0
Doctoral Degree 0 0
Total 87 100.0

Table 4 demonstrated the frequency distribution
among the 87 respondents based on their level of education.
The plurality of those surveyed (80 of a total of 87) hold a
Bachelor's degree, as shown. There are no participants with a
doctoral degree, while 8% of respondents hold a master's
degree.

In table 5, the frequency distribution of 87
respondents' eligibility for a civil service examination is

displayed. 19.5% of respondents are eligible for CSC
Professional, 12.6% are eligible for CSC Subprofessional, 9.2%
are eligible for Other people, 28.7% have no eligibility, and
29.9% have a score of 5.00. The majority of respondents were
either ineligible for the civil service examination (28.7%) or
received a score of 5.00 (29.9%), indicating that they were not
adequately prepared for the exam.

Table 5. Frequency Distribution of Respondents According to Eligibility

Eligibility Frequency Percent
CSC PROF 17 19.5
CSC SUBPROF 11 12.6
OTHERS 8 9.2
NONE 25 28.7
5.00 26 29.9
Total 87 100.0
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Additionally, it also showed that those deemed eligible for CSC
Professional (19.5%) and CSC Subprofessional (12.6%) were
better prepared for the exam than the others. Additionally, the
frequency of 8 or having 9.2 percent are the others eligibility
including board examinations from Professional Regulation
Commission. This information can be utilized for future
research on the most effective methods of getting ready for the
civil service exam.

Level of Organizational Citizenship Behavior

The statistical tables presented on this part contain the
level of organizational citizenship behavior: altruism,
conscientiousness, sportsmanship, civic virtue and courtesy of
the employees of the Laguna State Polytechnic University.

The Table 6 shows that the organizational citizenship
behavior in regards to altruism is always observed among the
respondents. The employee take initiative to assist new
employees to the department (Mean= 3.84, SD= 0.37) with a
remark always observed. Likewise, the employees help other
employees complete their tasks when the have been absent
(Mean= 3.74, SD= 0.44) and help other employees when their
workload seems too much (Mean= 3.74, SD= 0.49).
Meanwhile, the lowest mean score (Mean= 3.62, SD= 0.49)
which shows that the employees volunteer to do tasks beyond
expected responsibilities which indicated also as always
observed by the respondents.

Table 6. Level of organizational citizenship behavior as to Altruism

Indicative Statement

Mean Std. Deviation Interpretation
As an employee...
| take initiative to assist new employees to the 384 037 Always Observed
department.
| vquntggr_tg do tasks beyond expected 362 0.49 Always Observed
responsibilities.
| help other employees complete their tasks when 374 0.44 Always Observed
the have been absent.
I help other employees when their workload seems 374 0.49 Always Observed
too much.
I give suggestions to improve the overall quality of 363 0.49 Always Observed
performance in our department.
Overall Mean 3.71 Always Observed

Note: 3.26 — 4.00 - Always Observed; 2.51 — 3.25 - Sometimes Observed; 1.76 — 2.50 - Seldom Observed; 1.00

—1.75 - Never Observed

The overall mean was 3.71, showed that
organizational citizenship behavior has always observed with
regards to altruism. The results reveal that those surveyed
always recognize using initiative in helping new employees
within the department, serving to do duties above expected
responsibilities, assisting other employees in completing their
tasks even though they have been absent, assisting other
employees while their workload appears excessive, and
offering suggestions to enhance the general level of their
performance in the department.

The findings indicated that respondents are extremely
likely to take part in altruistic workplace behaviors, indicating
that they concern about the overall performance of their
department as well as have the willingness to put in additional

effort to assist their colleagues (Bolino, et al., 2013; Florescu &
Nastase, 2014).

In table 7, it revealed that the organizational
citizenship behavior in regards to conscientiousness is always
observed among the respondents. The employee makes sure
everything is settled at work before taking absence (Mean=
3.86, SD= 0.35) with a remark always observed. In addition,
the employees exhibit punctuality in the workplace (Mean=
3.72, SD= 0.50). Hence, the lowest mean score (Mean= 3.44,
SD= 0.83) which shows that the employees barely absent from
work and use day off which means that it is always observed by
the respondents.

Table 7. Level of organizational citizenship behavior as to Conscientiousness

Indicative Statement Mean S_td._ Interpretation

As an employee... Deviation

I exhibit punctuality in the workplace. 3.72 0.50 Always Observed
I observe on-time work breaks. 3.63 0.53 Always Observed
| barely absent from work and use day off. 3.44 0.83 Always Observed
I work beyond eight hours if needed. 3.66 0.57 Always Observed
I make sure everything is settled at work 386 0.35 Always Observed
before taking absence.

Overall Mean 3.66 Always Observed

Note: 3.26 — 4.00 - Always Observed; 2.51 — 3.25 - Sometimes Observed; 1.76 — 2.50 - Seldom

Observed; 1.00 — 1.75 - Never Observed
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The level of organizational citizenship behavior with
regards to conscientiousness pegged the overall mean 3.66
showing that it always observed among the respondents. The
data demonstrates that employees are constantly observed
demonstrating punctuality in their places of employment,
observing promptly work breaks, being hardly missing from
work and utilizing vacation days, and working above eight
hours when necessary. Additionally, they ensure that
everything at work is in order before leaving.

Conscientiousness is essential for a business because
it demonstrates that employees are treating their roles carefully
and completing their work in a timely manner (Kim et al.,
2016). This information also indicates that employees take their
roles seriously and are accountable for their actions (Soltani-
Nejad et al., 2022). This is essential for a business because it
can cultivate an atmosphere of trust and respect, leading to
increased productivity and morale.

Table 8. Level of organizational citizenship behavior as to Sportsmanship

Indicative Statement Std. .
Mean . Interpretation

As an employee... Deviation
I make sure to work with positivity. 3.92 0.27 Always Observed
I separate pers_onal issues to maintain better 387 0.33 Always Observed
work relationship.
I never talk down to a co-worker who has tried 383 0.41 Always Observed
and been unable to complete a task.
I remain humble and continue to treat my co-
workers with respect after being praised or 3.93 0.25 Always Observed
awarded.
| assure to do better if | made a mistake. 3.92 0.27 Always Observed
Overall Mean 3.89 Always Observed

Note: 3.26 — 4.00 - Always Observed; 2.51 — 3.25 - Sometimes Observed; 1.76 — 2.50 - Seldom

Observed; 1.00 — 1.75 - Never Observed

Table 8 illustrated that the organizational citizenship
behavior in connects to sportsmanship is always observed
among the respondents. The employee remains humble and
continue to treat their co-workers with respect after being
praised or awarded (Mean= 3.93, SD= 0.25) with a remark
always observed. Additionally, the employees make sure to
work with positivity and assure to do better if made a mistake
(Mean= 3.92, SD= 0.27) respectively. Hence, the lowest mean
score (Mean= 3.83, SD= 0.41) which implies that the
employees never talk down to a co-worker who has tried and
been unable to complete a task which indicates that it is always
observed by the respondents.

The level of organizational citizenship behavior in
connects to sportsmanship gauged the overall mean 3.89
presenting that it always observed among the respondents. It is
founded on responses to all five indicating sportsmanship
statements. This proves that employees exhibit positive
sportsmanship-related behaviors and attitudes.

It demonstrates that employees sustain an upbeat
mentality and exhibit appropriate sportsmanship-related

behaviors (Teal, 2013). This can assist organizations in
fostering a positive and efficient work environment and
fostering collaboration and teamwork (Fapohunda, 2013; Salas
et al., 2015). They ensure to work with optimism, distinguish
private problems to maintain productive relationships
(Malinowski, 2015), never put down a coworker who has tried
and failed to finish a task, remain modest and continue to treat
coworkers with respect after receiving praise or an award, and
promise to do better if they make a mistake (Apello, 2016).

Table 9 elucidated that the organizational citizenship
behavior in relates to civic virtue indicators is always observed
among the respondents. The employee is open to receive
feedback (Mean= 3.89, SD= 0.39). Moreover, the employees
communicate well with their fellow employees (Mean= 3.87,
SD=0.38). However, the lowest mean score (Mean= 3.63, SD=
0.51) which shows that the employees express their ideas freely
in the workplace which signified also as always observed by the
respondents.

Table 9. Level of organizational citizenship behavior as to Civic Virtue

Indicative Statement Std. .
Mean o Interpretation

As an employee... Deviation

| take part in decision-making of the 345 057 Always Observed
department.

I express my ideas freely in the workplace. 3.63 0.51 Always Observed
I communicate well with my fellow 387 0.38 Always Observed
employees.

| seek clarifications on areas | do not 385 0.39 Always Observed
understand.

I am open to receive feedback. 3.89 0.39 Always Observed
Overall Mean 3.74 Always Observed

Note: 3.26 — 4.00 - Always Observed; 2.51 — 3.25 - Sometimes Observed; 1.76 — 2.50 - Seldom

Observed; 1.00 — 1.75 - Never Observed
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The overall mean was 3.74, showing that the
organizational citizenship behavior has always observed with
relation to civic virtue. The results imply that employees taking
an active role in making choices of the department, convey their
ideas openly in the work environment, interact well with other
staff members, seek clarifications regarding areas they don't
understand, and are willing to getting feedback, all at an
excellent level. This is an encouraging sign for the workplace
as it represents an encouraging work environment. It
demonstrates that employees are invested and ready to make a
contribution to the accomplishments of the organization. This

sort of behavior additionally encourages trust and cooperation
between employees, that can contribute to better efficiency and
effectiveness.

Organizational citizenship behavior becomes crucial
for any organization, as it may assist to create an enjoyable
place to work which will lead to improved performance and
productivity (Podsakoff et al., 2014). Organizations must
attempt to establish an atmosphere of collaboration along with
trust, and need to recognize and motivate employees who
showcase civic virtue in their jobs (Zayas-Ortiz, et al., 2015).

Table 10. Level of organizational citizenship behavior as to Courtesy

Indicative Statement Std. .
Mean L Interpretation

As an employee... Deviation

I consider the opinion of others. 3.93 0.25 Always Observed
;uggfset my fellow employees and other 395 021 Always Observed
I give advance notice if | cannot go to work. 3.91 0.29 Always Observed
| answer queries and concerns promptly. 3.89 0.36 Always Observed
| follow the instructions of my supervisor. 3.97 0.18 Always Observed
Overall Mean 3.93 Always Observed

Note: 3.26 — 4.00 - Always Observed; 2.51 — 3.25 - Sometimes Observed; 1.76 — 2.50 - Seldom

Observed; 1.00 — 1.75 - Never Observed

Table 10 revealed that the organizational citizenship
behavior pertaining to courtesy is always observed among the
respondents. The employee follows the instructions of their
supervisor (Mean= 3.97, SD= 0.18) which state always
observed. As follows, the lowest mean score (Mean= 3.89,
SD= 0.36) which shows that the employees answer queries and
concerns promptly which indicates that it is always observed by
the respondents.

The level of organizational citizenship behavior
pertaining to courtesy depicts the overall mean 3.93 showing
that it always observed among the respondents. The results
indicate that employees constantly consider the opinions of
others, greet coworkers and other visitors, provide notice in
advance if they are unable to report to work, provide prompt
responses to questions and concerns, and adhere to the
directives of their supervisors. It means that employees are
demonstrating an elevated standard of workplace courtesy.

This information is essential for managers and leaders
in organizations because it provides a glimpse into the general
state of workplace civility displayed by employees (Day &
Nielsen, 2017). It also enables the discovery of areas where
adjustments can be implemented to ensure that employees'
interactions with others reflect the utmost level of courtesy
(Elamin & Tlaiss, 2015). Organizations can establish a pleasant
and courteous work environment if they are aware of the degree
of courtesy displayed by their employees.

Level of Performance of Employees

The statistical tables presented on this part contain the
level of performance as to quantity of work, quality of work,
job knowledge, cooperation and human relation of the
employees of the Laguna State Polytechnic University.

Table 11. Level of performance of employee as to Quantity of Work

Indicative Statement Std. .
Mean L Interpretation

As an employee... Deviation
I come to work earlier or on time. 3.36 0.61 Highly Performed
I complete tasks on time. 3.72 0.45 Highly Performed
| sut_)m.lt reports within the period of 378 0.42 Highly Performed
submission.
I respond to calls and emails immediately. 3.75 0.44 Highly Performed
I relay communication s.uch as request 384 037 Highly Performed
letters, memos, and advisories.
Overall Mean 3.69 Highly Performed

Note: 3.26 — 4.00 — Highly Performed; 2.51 — 3.25 - Performed; 1.76 — 2.50 — Fairly Performed; 1.00

—1.75 - Not Performed

Table 11 disclosed that the organizational citizenship behavior
concerning to quantity of work is highly performed among the

respondents. The employee relay communication such as
request letters, memos, and advisories (Mean= 3.84, SD=0.37)
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with a remark highly performed. Furthermore, the employees
submit reports within the period of submission (Mean= 3.78,
SD= 0.42). Otherwise, the lowest mean score (Mean= 3.36,
SD= 0.61) which evinces that the employees come to work
earlier or on time off which means that it is highly performed
by the respondents.

The level of organizational citizenship behavior
concerning to quantity of work shows the overall mean 3.69
showing that it highly performed among the respondents. In
fact, the average results of standard deviation are quite low at
0.45, indicating that the scores are reliable and consistent. The
employee has demonstrated outstanding performance in all
domains, with the maximum rating (3.84) for transmitting
communication including request memos, letters, and
advisories. This demonstrates the employee's dependability

and punctuality in communicating with other staff members or
colleagues (Trialih et al., 2017). The employee's work output is
exceptional, and their ratings are consistent and reliable. This is
an indication of their dedication to and performance on the job
(Top et al., 2015).

In table 12 depicted that the organizational citizenship
behavior in connects to quality of work is highly performed
among the respondents. Similarly, the employee manages to
prioritize tasks (Mean= 3.86, SD= 0.37) and perform tasks
following the standards (Mean= 3.86, SD= 0.35) with a remark
highly performed. Meanwhile, the lowest mean score (Mean=
3.77, SD= 0.42) which implies that the employees review
reports for technical errors prior to submission which indicates
that it is highly performed by the respondents.

Table 12. Level of performance of employee as to Quality of Work

Indicative Statement

Mean Std. Deviation Interpretation
As an employee...
I manage to prioritize tasks. 3.86 0.37 Highly Performed
I perform tasks following the standards. 3.86 0.35 Highly Performed
| provide prompt service. 3.79 0.41 Highly Performed
I review reports for technical errors prior to 377 0.42 Highly Performed
submission.
I solicit the approval/consent of my
supervisor(s) in performing actions and 3.84 0.37 Highly Performed
submitting reports.
Overall Mean 3.83 0.28 Highly Performed

Note: 3.26 — 4.00 — Highly Performed; 2.51 — 3.25 - Performed; 1.76 — 2.50 — Fairly Performed,;

1.00 — 1.75 - Not Performed

The level of organizational citizenship behavior in connects to
quality of work gauged the overall mean 3.83 presenting that it
highly performed among the respondents. The results indicate
that the staff member is performing exceptionally well in all
areas, alongside an overall mean score of 3.83 on a scale of 4.
The relatively low standard deviation of 0.28 indicates that the
worker's performance is uniform across all areas. This
employee has the responsibility prioritizing tasks, performing
tasks in accordance with standards, providing immediate
assistance, evaluating records for technical shortcomings
before submission, and obtaining approval/consent from their
supervisor(s) prior to performing activities and submitting
reports (Gunawan & Amalia, 2015; Nayak & Sahoo, 2015).
These results demonstrate that this employee excels in all

aspects of quality control when is likely dependable and
trustworthy as soon as it comes to completing assignments.

Table 13 explicated that the organizational citizenship
behavior in relates to job knowledge indicators is highly
performed among the respondents. The employee shares their
job knowledge with other employees for work efficiency
(Mean= 3.91, SD= 0.29). Moreover, the employees show
passion for learning and expanding their skills (Mean= 3.86,
SD=0.38). However, the lowest mean score (Mean= 3.79, SD=
0.41) which shows that the employees perform tasks with
enough work knowledge and look for innovative ways to
improve procedures and processes which signified also as
highly performed by the respondents correspondingly.

Table 13. Level of performance of employee as to Job Knowledge

Indicative Statement Std. .
Mean - Interpretation

As an employee... Deviation
| perform tasks with enough work knowledge. 3.79 0.41 Highly Performed
I show passion for learning and expanding my skills. 3.86 0.38 Highly Performed
| share my job knowledge with other employees for 3.91 0.29 Highly Performed
work efficiency.
I look for innovative ways to improve procedures and 379 0.44 Highly Performed
processes.
I cor_1tr|bute my knowledge and/or expertise for better 385 0.39 Highly Performed
services.
Overall Mean 3.84 Highly Performed

Note: 3.26 — 4.00 — Highly Performed; 2.51 — 3.25 - Performed; 1.76 — 2.50 — Fairly Performed; 1.00 — 1.75 -

Not Performed
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The overall mean was 3.84, it showed that the organizational
citizenship behavior is highly performed with relation to job
knowledge. The results show that the aggregate mean is 3.84,
indicating that the employee's job knowledge is excellent.
Every single among the five indicative sentences has a high
mean, ranging between 3.79 and 3.91. This further
demonstrates the employee's superior job knowledge
performance. In addition, the standard deviation across all of
the five illustrative statements is low, with values ranging from

0.29 to 0.44, indicating that the employee's performance is
consistent in all five areas.

The employee performs exceptionally well in terms of
job knowledge. The high mean scores and low standard
deviation scores indicate that the employee consistently
performs well in all five areas. It's a positive indicator of the
employee's suitability for the position (Anesukanjanakul et al.,
2019; Beier et al., 2018).

Table 14. Level of performance of employee as to Cooperation

Indicative Statement Std. .
Mean L Interpretation

As an employee... Deviation
I collaborate well with my colleagues. 3.85 0.36 Highly Performed
I follow the rules and regulations of the 304 0.23 Highly Performed
department.
| commend colleagues  for  their 383 0.41 Highly Performed
accomplishments.
I_show respect to ideas and opinions not 304 023 Highly Performed
similar to mine.
| prowde cordial service to my fellows and 301 0.29 Highly Performed
clients.
Overall Mean 3.89 Highly Performed

Note: 3.26 — 4.00 — Highly Performed; 2.51 — 3.25 - Performed; 1.76 — 2.50 — Fairly Performed; 1.00 -

1.75 - Not Performed

Table 14 disclosed that the organizational citizenship
behavior in the matter of cooperation is highly performed
among the respondents. The employee follows the rules and
regulations of the department and show respect to ideas and
opinions not similar to them (Mean= 3.94, SD= 0.23) which
state highly performed respectively. Hence, the lowest mean
score (Mean= 3.83, SD= 0.41) which shows that the employees
commend colleagues for their accomplishments which
indicates that it is highly performed by the respondents.

The level of organizational citizenship behavior in the
matter of cooperation depicts the overall mean 3.89 showing

that it highly performed among the respondents. This indicates
that the employee is consistently performing at a high level in
terms of cooperation, and that the employee's performance is
quite consistent throughout all the statements.

The data indicates that the employee possesses a high
level of cooperation performance. This suggests that the
employee is going to be a good team member who is ready to
work together with others, adhere to rules and regulations,
demonstrate respect for thoughts and views, and offer cordial
support for colleagues and clients (Mulyani et al., 2020;
Tanjung & Wahdiniwaty, 2020).

Table 15. Level of performance of employee as to Human Relation

Indicative Statement Std. .
Mean L Interpretation

As an employee... Deviation
I express my thoughts and ideas with consideration .
with my fellow employees. 3.86 0.35 Highly Performed
| participate in programs that foster interaction of .
employees. 3.69 0.51 Highly Performed
I accept feedback from my fellow employees. 3.92 0.31 Highly Performed
I seek_ the assistance of my colleagues and 389 0.32 Highly Performed
supervisor.
I maintain good relationship with other employees .
inside and outside the workplace. 3.95 0.21 Highly Performed
Overall Mean 3.86 0.22 Highly Performed

Note: 3.26 — 4.00 — Highly Performed; 2.51 — 3.25 - Performed; 1.76 — 2.50 — Fairly Performed; 1.00 — 1.75 -

Not Performed
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Table 15 stated that the organizational citizenship
behavior germane to human relation is highly performed among
the respondents. The employee maintains good relationship
with other employees inside and outside the workplace (Mean=
3.95, SD=0.21) with a remark highly performed. Furthermore,
the employees accept feedback from their fellow employees
(Mean= 3.92, SD= 0.31). Otherwise, the lowest mean score
(Mean= 3.69, SD= 0.51) which evinces that the employees
participate in programs that foster interaction of employees
which means that it is highly performed by the respondents.

The level of organizational citizenship behavior with
regards to human relation reveals the overall mean 3.86
showing that it highly performed among the respondents. The
mean score for each of the statements is greater than 3.5,
demonstrating a high level of performance. Additionally, the

average deviation is quite low, indicating that the findings are
consistent. All of the table's illustrative statements indicate that
the employee's Human Relation skills are highly developed.

This demonstrated that the employee understands the
significance of keeping up interactions with colleagues both
inside and outside the workplace and is able to articulate what
they are thinking with courtesy (Arimie & Oronsaye, 2020;
Hartati, 2020).

Significant Difference of OCB and Profile of the
Respondents

The statistical tables presented on this part contain the
difference of organizational citizenship behavior when grouped
according to profile variables.

Table 16. Test of Significant Difference of OCB and Profile of the Respondents with regards to Age

df SS MS F Sig. Analysis Decision
Between Groups 3 043  0.14 138 025 No Sig. Accept
Altruism Within Groups 83 866  0.10
Total 86 9.10
L Between Groups 3 0.23 0.08 0.63 0.60 No Sig. Accept
g:onsmentlousnes Within Groups %3 9.88 0.20
Total 86 10.11
Between Groups 3 0.20 0.09 1.21 0.31 No Sig. Accept
Sportsmanship Within Groups 83 466  0.06
Total 86 4.87
Between Groups 3 034 0.12 1.10 035 No Sig. Accept
Civic Virtue Within Groups 83 8.64 0.10
Total 86 8.99
Between Groups 3 0.13 0.04 1.53 0.21 No Sig. Accept
Courtesy Within Groups 83 227  0.03
Total 86 2.40

Table 16 illustrated the age-related difference between
OCB (Organizational Citizenship Behavior) and Profile. The
significance of five variables was examined: altruism,
conscientiousness, sportsmanship/obedience, civic virtue, and
courtesy. The data indicate that there is no significant difference
in either OCB profile as well as age group across all five
variables. All five variables have Sig. values greater than 0.05,
indicating there is no statistically significant distinction across
the OCB profile and age group. This demonstrates that age has
no effect on OCB. This result corresponds with previous study

data that suggests OCB is independent of age to a substantial
degree. Workers who are older don't seem to differ all that much
from those who are younger regarding their propensity to show
compassion OCB. Therefore, despite the fact that younger
people been discovered to be more focused on competition.
They don't appear to place substantially less value on assisting
coworkers, which is obviously a conclusion that is good
because a good working environment influences organizational
performance (Mauritz 2012).

Table 17. Test of Significant Difference of OCB and Profile of the Respondents with regards to Employment Status

df SS MS F Sig. Analysis Decision
Between Groups 2 0.52 026 252 0.09 No Sig. Accept
Altruism Within Groups 84 8.8 0.10
Total 86 9.10
Between Groups 2 0.03 0.01 0.11 0.90 No Sig. Accept
Conscientiousness ~ Within Groups 84 10.08 0.12
Total 86 10.11
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) Between Groups 2 0.16
sportsmanship/  ywiin Groups 84 4.70
Obedience

Total 86 4.87
Between Groups 2 0.29
Civic Virtue Within Groups 84 8.70
Total 86 8.99
Between Groups 2 0.02
Courtesy Within Groups 84 2.38
Total 86 2.40

0.08 146 0.24 No Sig. Accept
0.07
0.14 1.38 0.26 No Sig. Accept
0.10
0.01 0.40 0.70 No Sig. Accept
0.03

Table 17 showed the results of an analysis of
differences between Organizational Citizenship Behavior
(OCB) and Profile in relation to Employment Status. The
results of the study revealed that there was no statistically
significant difference between the two groups in terms of
altruism, conscientiousness, sportsmanship/obedience, civic
virtue, and courtesy. All of these Sig. values are below the 0.05
threshold, indicating that there is no statistically significant
difference between the two categories. Regarding Employment
Status, this table indicates that there is no significant difference
between the OCB and Profile. The significance results support

the claim made by (Podsakoff et al., 2009) that citizenship
behavior may be a major factor in inspiring employees to stay
with their existing companies. This is true despite the fact that
there was no discernible difference in the strength of the
association between DC and citizenship behavior between part-
time and full-time workers. They proposed that charitable deeds
like helping others could raise staff spirits and foster a sense of
loyalty to the business, which would help with employee
retention.

Table 18. Test of Significant Difference of OCB and Profile of the Respondents with regards to Years in Services

df SS MS F Sig. Analysis Decision
Between Groups 5 1.38 0.28 290 0.02 No Sig. Accept
Altruism Within Groups 81 7.72 0.10
Total 86 9.10
Between Groups 5 0.88 0.18 1.54  0.19 No Sig. Accept
Conscientiousness  Within Groups 81 9.23 0.11
Total 86  10.11
] Between Groups 5 0.31 0.06 1.12 0.36 No Sig. Accept
Sportsmanship/ \ihin Groups 81 455 0.06
Obedience Total 86 4.87
Between Groups 5 1.62 0.32 3,57 0.01 No Sig. Accept
Civic Virtue Within Groups 81 7.36 0.10
Total 86 8.99
Between Groups 5 0.19 0.04 1.41 0.23 No Sig. Accept
Courtesy Within Groups 81 2.21 0.08
Total 5 1.38

Table 18 it showed the significant difference of OCB
and Profile in relation to Years in Service. The five variables
which were tested concerning the significance. The two
variables indicating that the variables have significant
difference which was the Altruism having Sig. values of 0.02
and Civic Virtue corresponding with the Sig. values of 0.01. It
implies that those with a longer period of service are more
altruistic and possess greater civic virtue compared to those
with a shorter duration of service. Meanwhile the three
remaining variables indicate that there is no significant
difference between the OCB and years in services in particular
to conscientiousness, sportsmanship/obedience, and courtesy.
These results demonstrate that people with more service years
have a greater degree of OCB and service years in comparison
to those with fewer service years. This suggests that duration of
service can have a positive effect on organizational citizenship

€ 2023 EPRAIUMR | http://eprajournals.com/ |

behaviors with respect to years in service. Companies
sometimes struggle to find the best staff. But it's considerably
harder to keep employees. It's time to give back if you have staff
who have supported you despite these difficulties. Awards for
years of service are one method to honor their commitment and
loyalty. Their loyalty and dedication deserve to be recognized
(Pathak, A. (2023).

Table 19 illustrated the education-related difference
between OCB and Profile of the respondents. The significance
of five variables was explored. The data indicate that there is no
significant difference in either OCB profile as well as
Education across all five variables. All five variables have Sig.
values greater than 0.05, indicating there is no statistically
significant distinction across the OCB profile and Education
among the respondents. This demonstrates that education has
no effect on OCB.
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Table 19. Test of Significant Difference of OCB and Profile of the Respondents with regards to Education

df SS MS F Sig. Analysis Decision

Between Groups 1 0.31 0.31 3.00 0.09 No Sig. Accept
Altruism Within Groups 85 8.79 0.10

Total 86 9.10

Between Groups 1 0.02 0.02 0.18 0.68 No Sig. Accept
Conscientiousness  Within Groups 85 10.08 0.12

Total 86  10.11

. Between Groups 1 0.05 0.05 0.80 0.37 No Sig. Accept

Sportsmanship/ i Groups 85 48  0.06
Obedience

Total 86 4.87

Between Groups 1 0.01 0.01 0.08 0.78 No Sig. Accept
Civic Virtue Within Groups 85 8.98 0.11

Total 86 8.99

Between Groups 1 0.01 0.01 0.50 0.48 No Sig. Accept
Courtesy Within Groups 85 2.38 0.03

Total 86 2.40

The importance of education can be understood by
keeping in mind that a worker's educational background affects
their capacity to comprehend new instructions or cutting-edge
technologies. Their level of qualification will determine how
responsive they are (Kasika, B. D. 2015).

In table 20, it showed the significant difference of
OCB and Profile in relation to Eligibility of the respondents.
The five variables which were tested regarding the significance.
The data implied that there is no significant difference in either
OCB profile as well as eligibility across all variables.

Table 20. Test of Significant Difference of OCB and Profile of the Respondents with regards to Eligibility

df SS MS F Sig. Analysis Decision

Between Groups 4 0.63 0.16 1.52  0.20 No Sig. Accept
Altruism Within Groups 82 8.47 0.10

Total 86 9.10

Between Groups 4 0.98 0.24 2.19  0.08 No Sig. Accept
Conscientiousness ~ Within Groups 82 9.13 0.11

Total 86 10.11

. Between Groups 4 0.33 0.08 1.47 0.22 No Sig. Accept

Sportsmanship/ yiiin Groups 82 454  0.06
Obedience

Total 86  4.87

Between Groups 4 0.94 0.24 2.39  0.06 No Sig. Accept
Civic Virtue Within Groups 82 8.05 0.10

Total 86 8.99

Between Groups 4 0.11 0.03 1.01 0.41 No Sig. Accept
Courtesy Within Groups 82 229 0.030

Total 86 2.40

All five variables have Sig. values greater than 0.05,
implying that there is no statistically significant distinction
across the OCB profile and Eligibility. This demonstrates that
eligibility has no effect on OCB. Local authorities were
frequently investigated. Policy areas include those pertaining to
defense are clearly in the lead. These types of agencies are at
the forefront of the delivery of public services, frequently (as in
the case of education and health) deal with the general
population on a daily basis, and are crucial for extra-role
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behaviors because of this whereby selfless act of kindness,
diligence, and other OCB qualities may directly affect results
on people (De Geus, 2020).

Significant Difference of Employee Performance and
Profile of the Respondents

The statistical tables presented on this part contain the
difference of employee performance when grouped according
to profile variables.
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Table 21. Test of Significant Difference of Employee Performance and Profile in relation to Age

df SS MS F Sig. Analysis Decision
Quantity of Be'tw'een Groups 3 0.56 0.19 1.97 0.12 No Sig. Accept
Work Within Groups 83 7.82 0.09
Total 86 8.38
. Between Groups 3 0.54 0.18 2.44 0.07 No Sig. Accept
\?Vuoarllity of  Within Groups 83 616  0.07
Total 86 6.70
Job Betv};/een Groups 3 0.48 0.16 2.14 0.10 No Sig. Accept
Within Groups 83 6.17 0.07
Knowledge 1y 86  6.65
Between Groups 3 0.22 0.07 1.64 0.19 No Sig. Accept
Cooperation Within Groups 33 3.76 0.05
Total 86 3.99
Human Bgtwgen Groups 3 0.12 0.04 0.81 0.49 No Sig. Accept
Relation Within Groups 83 3.99 0.05
Total 86 4.11

Table 21 revealed that there is no significant
correlation between age and employee performance or profile.
This indicates that there is no relationship between employee
age and performance or profile. For each criterion, the
"Between Groups" column indicates the level of significance of
the difference within the younger as well as older employee
categories. As none of these figures are less than 0.05, it is
possible to concluded that the two groups do not differ
significantly.Within each age category, the "Within Groups"
column indicates the significance level of the difference. As
none of these values is less than 0.05, it can be determined that

there is also no significant difference between age groups.
Given that what constitutes old varies greatly across many
nations, cultures, industries, and industrial sectors, there is no
universally recognized cut-off point between young and older
personnel. In some instances, the term is also no longer as
closely tied to chronological age as it formerly was Given that
there isn't a single acknowledged standard for what constitutes
a "old employee," the problem of age classifications appears to
be a prevalent factor among various approaches to the elderly
workforce. Older workers are still employable because they are
in the second half of their working lives and have not yet
reached retirement age. (Pahos, N., & Galanaki, E. 2018).

Table 22. Test of Significant Difference of Employee Performance and Profile in relation to Employment Status

df SS MS F Sig. Analysis Decision

Quantity of Bgtwgen Groups 2 0.13 0.07 0.67 0.51 No Sig. Accept
Work Within Groups 84 8.25 0.10

Total 86 8.38
Quality of Bgtw;en Groups 2 0.20 0.10 1.26 0.30 No Sig. Accept
Work Within Groups 84 6.51 0.08

Total 8  6.70
Job Bgtwpen Groups 2 0.43 0.22 2.90 0.06 No Sig. Accept
Knowledge Within Groups 84 6.22 0.07

Total 86  6.65

Between Groups 2 0.08 0.04 0.84 0.43 No Sig. Accept
Cooperation Within Groups 84 391 0.05

Total 8  3.99
Human Bgtwgen Groups 2 0.28 0.14 3.12 0.05 No Sig. Accept
Relation Within Groups 84 3.82 0.05

Total 86  4.11

The data presented in the table 22 compared the
performance of personnel based on their employment status.
The study measured five distinct facets of employee
performance: work quantity, work quality, job knowledge,
cooperation, as well as human relations. The results showed
that there was no significant correlation between employment
status and employee performance. All table values indicate that
the data are not statistically significant. This result suggested
that employee performance is not significantly affected by
employment status. Motivation, commitment to the task, and
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personality may be more significant in determining employee
performance. Therefore, employers ought to assess employee
performance based on these factors instead of employment
status. Employers who use this exchange strategy do not aspire
to uphold a long-term relationship with staff. As opposed to
that, by employers look for a long-term partnership using a
social exchange perspective with staff members and show you
care about their personal health and career options by Cho and
Johanson (2008).
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Table 23. Test of Significant Difference of Employee Performance and Profile in relation to Years in Service

df SS MS F Sig. Analysis Decision
. Between Groups 5 0.28 0.06 0.56 0.73 No Sig. Accept
\(IQVL(ljarrl](tlw Of  Within Groups 81 810  0.10
Total 86 8.38
. Between Groups 5 0.54 0.11 1.43 0.22 No Sig. Accept
\?V%E:'lfy of Within Groups 81  6.16  0.08
Total 86 6.70
Job Be'tw‘een Groups 5 0.62 0.12 1.65 0.16 No Sig. Accept
Knowledge Within Groups 81 6.04 0.08
Total 86 6.65
Between Groups 5 0.40 0.08 1.79 0.12 No Sig. Accept
Cooperation Within Groups 81 3.59 0.04
Total 86 3.99
Human Be'tw'een Groups 5 0.27 0.06 1.16 0.34 No Sig. Accept
Relation Within Groups 81 3.83 0.05
Total 86  4.11

Table 23 demonstrated was the significance of
differences in employee performance as well as profile by
length of service. The results of the analysis revealed that there
are no significant differences across employees with different
years of service. The quantity of work had the highest
significance of difference with a value of 0.73, then came
human relations with a value of 0.34, job knowledge with a
value of 0.16, and cooperation with a value of 0.12. This
indicates that the work performance of employees and profile
do not vary considerably with respect to their length of service.

Years of service awards or service awards honor employees
who have devoted a significant period of time to the business.
It is a form of employee appreciation strategy that includes
marking service milestones like 5, 10, or 20 years of
employment. It should be highlighted that employees do not
automatically receive them for merely reporting to work each
day. They want to understand why these workers stayed for
such a long time. These factors could include their successes,
accomplishments, professional relationships, and shared
learnings (Pathak, A. (2023).

Table 24. Test of Significant Difference of Employee Performance and Profile in relation to Education

df SS MS F Sig. Analysis Decision
. Between Groups 1 0.05 0.05 0.52 0.47 No Sig. Accept
\?V‘mt'w of  Within Groups 85 833  0.10
Total 86 8.38
. Between Groups 1 0.16 0.16 2.11 0.15 No Sig. Accept
\?Vuof"rllfy of  Within Groups 85 654  0.08
Total 86 6.70
Job Be.tw.een Groups 1 0.19 0.19 2.52 0.12 No Sig. Accept
Knowledge Within Groups 85 6.46 0.08
Total 86 6.65
Between Groups 1 0.00 0.00 0.07 0.80 No Sig. Accept
Cooperation Within Groups 85 3.98 0.05
Total 86 3.99
Human Be'tw'een Groups 1 0.09 0.09 1.93 0.17 No Sig. Accept
Relation Within Groups 85 4.01 0.05
Total 86 4.11

Table 24 information demonstrated that there is no
significant correlation between employee performance and
educational background. Each of the five categories' Sig. values
exceeds 0.05, indicating that there is certainly no statistically
significant distinction between the two groups. This indicates
that education is likely not a significant predictor of employee

€ 2023 EPRAIUMR | http://eprajournals.com/ |

Journal DOI URL: https://doi.org/10.36713/epra2013

performance within these categories. Others agree that their job
performance is primarily correlated with their educational
background, but less directly, as it serves as a signaling or
screening tool required for advancement or career development
(Kasika, B. D. (2015).
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Table 25. Test of Significant Difference of Employee Performance and Profile in relation to Eligibility

df SS MS F Sig. Analysis Decision
) Between Groups 4 1.04 0.26 291 0.03 Sig. Reject

Quantity of Within Groups 82 734 0.09
Work

Total 86 8.38
Ouality of Between Groups 4 0.31 0.08 0.98 0.42 No Sig. Accept

ual |ty 0 Within G

Work 1ithin Groups 82 6.40 0.08

Total 86 6.70

Between Groups 4 0.14 0.04 0.45 0.78 No Sig. Accept
Job Within Groups 82 6.51 0.08
Knowledge

Total 86 6.65

Between Groups 4 0.34 0.09 1.90 0.12 No Sig. Accept
Cooperation ~ Within Groups 82  3.65 0.04

Total 86 3.99

Between Groups 4 0.25 0.06 1.31 0.27 No Sig. Accept
Human Within Groups 82 3.86  0.05
Relation

Total 86 4.11

In relation to eligibility, table 25 showed a significant
difference in employee performance and profile. Specifically,
there was a 0.03-significance difference in the quantity of labor
between the groups. It means that there was a statistically
significant difference in the amount of work completed between
the categories. With sig. values of 0.42, 0.78, 0.12, and 0.27,
respectively, the quality of work, job knowledge, cooperation,
and human relations did not differ significantly between
groups. This indicates that there were no significant differences
between the groups in these areas of performance. All tiers of
government have studied OCB. The effectiveness of these
agencies' performance particularly noticeable, and as a result,
their organizational Public scrutiny of their employees'

professionalism is common. scrutiny. These groups work with
citizens on the ground level of interaction as a supporter of good
citizenship. This stands for a situation that is much different
from the private sector, because in a sense, citizens in the public
sector are owners in the sense that Taxes are used to support the
organization, which was created by statute law. In fact, going
above and beyond urgent service requirements to ensure
citizens receive fair and equitable treatment (De Geus, 2020).

Correlation between OCB and Levels of Employee
Performance

Correlation  between organizational citizenship
behavior and level of employee performance.

Table 26. Correlation between OCB and Levels of Employee Performance

Organizational

Citizenship PEmponee r-value Degree 9f Analysis Decision
- erformance Correlation
Behavior

Altruism Quantity of Work 0.403 Weak Significant Reject
Quality of Work 0.537 Moderate Significant Reject
Job Knowledge 0.447 Moderate Significant Reject
Cooperation 0.398 Weak Significant Reject
Human Relation 0.424 Moderate Significant Reject

Conscientiousness  Quantity of Work 0.534 Moderate Significant Reject
Quality of Work 0.324 Weak Significant Reject
Job Knowledge 0.358 Weak Significant Reject
Cooperation 0.248 Weak Significant Reject
Human Relation 0.265 Weak Significant Reject

Sportsmanship Quantity of Work 0.317 Weak Significant Reject
Quality of Work 0.573 Moderate Significant Reject
Job Knowledge 0.404 Weak Significant Reject
Cooperation 0.596 Moderate Significant Reject
Human Relation 0.450 Moderate Significant Reject

Civic Virtue Quantity of Work 0.309 Weak Significant Reject
Quality of Work 0.569 Moderate Significant Reject
Job Knowledge 0.614 Strong Significant Reject
Cooperation 0.653 Strong Significant Reject
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)

Human Relation 0.602 Moderate Significant Reject
Courtesy Quantity of Work 0.338 Weak Significant Reject
Quality of Work 0.538 Moderate Significant Reject
Job Knowledge 0.565 Moderate Significant Reject
Cooperation 0.590 Moderate Significant Reject
Human Relation 0.582 Moderate Significant Reject

Range: + 0.81- + 1.00 - Very Strong; + 0.61- + 0.80 — Strong; £ 0.41- £ 0.60 — Moderate;

+0.21 - £ 0.40 — Weak; £ 0.00 - £ 0.20 - Negligible

Table 26 indicated a moderate correlation between
OCB and Employee Performance Levels. There is a moderate
correlation between altruism, sportsmanship, and courtesy and
quantity of work, quality of work, job knowledge, cooperation,
and human relations. The range of r-values between 0.403 and
0.590 shows a moderate correlation across OCB and Employee
Performance Levels. On the other hand, conscientiousness has
a weak correlation with the same variables, with r-values
ranging between 0.248 and 0.534. Civic Virtue has the strongest
correlation with the same variables, with r-values ranging from
0.309 to 0.653, indicating a strong relationship between OCB
and Employee Performance Levels. The data indicate that OCB
has a substantial effect on employee performance.

The paper addresses the relationship between group-
level Organizational Citizenship Behavior (OCB) and
performance, with a focus on how the measurement of OCB
(individual referent vs. group referent) moderates this
relationship. The study found that the relationship between
performance and individual OCB was weaker compared to
OCB viewed as a group phenomenon, which was in line with
the initial prediction. The findings suggest that measuring OCB
at the group level, with the group as the reference point, yields
a stronger correlation with performance. Nielsen et al. (2009)
found that the relationship between OCB and performance at
the group level was influenced by significant moderators such
as the measurement of OCB, OCB rating source, and common
rating source.

CONCLUSION AND RECOMMENDATION

The non-teaching employees were aged 20-30, mostly
on a Job Order or Contract of Service status of employment.
Hold a Bachelor Degree and shows 36 out of 87 were CSC
passer including board examination from the PRC.

The level of organizational citizenship behavior
manifested by the employee was noted to have a highly
observed interpretation based on the result. This shows that the
organizational citizenship behavior always observed by the
respondents.

As to the level of performance of the non-teaching
employees it was noted to have a highly performed explanation
based on the result. This reveals that the performance of the
non-teaching employees is manifested among the respondents.

The level of organizational citizenship behavior
manifested by the employee has no significant difference to the
profile variables presented. It concludes that the hypothesis was
failed to reject.

The level of employee performance manifested by the
respondents has no significant difference to the profile variables
in terms of age, employment status, years in service, education
and eligibility. It concludes that the hypothesis was failed to
reject.
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The level of organizational citizenship core values manifested
by the employee has significant affect to the performance level
of the non-teaching employees of LSPU, therefore, it concludes
that the hypothesis is rejected.

RECOMMENDATIONS

In view of the findings and conclusions of the study,
the following recommendations are given. It is recommended
that the organization may recognize these employees who went
extra mile of their work. Provide assistance to the young
employees to have their CSC eligibility for them to be able to
apply for a regular position if available. It is also recommended
that the organization promote more opportunity to maintain this
status of performance manifested by their employees. It is
recommended for the organization to look out for those
employees with shorter duration of service and let them take
actively participate in the decision making of the organization.
It is recommended for the organization to provide professional
working environment that promotes satisfactory employment
condition, and encourage them to prepare and take the Civil
Service Examination for professional growth. It is suggested
that the organization provide its members with the opportunities
to learn necessary skills to continually meet the current and
future job demands.
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