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Abstract
The employees occupying boundary spanning positions are those who play a strategic role
between the customer and the company. Especially in the hospitality industry, the boundary
spanning employees have significant potential to affect the customer towards establishing
long-term business relationships with their organizations which will provide subsequently
a result with the enhanced reputation as well as the profitability of the hotel enterprise. The
study indicated that employees’ level of altruistic behavior might increase related to their
levels of affective commitment and job satisfaction. This study uses quantitative research
methods, and the study population consists of Turkish employees from the five-star hotels
in Ankara, and the study sample involves 412 employees from 4 different hotels. Through
an organizational lens, it is the primary goal for this research to posit to a deep understanding
of the altruistic behaviors of boundary spanning workers of hotel enterprises as well as their
psychological influences which directly impacts their affective commitment, job
satisfaction, and turnover intention.
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INTRODUCTION
Over the past few decades, economic growth associated with the rapid increase in globalization results in a severe
competitive environment where the enterprises are searching for opportunities in the challenging market conditions.
Competition in the marketplace thereby presses organizations and its employees into action with a sense of gaining
competitive advantage. All employees desire to be a part of a well-running organization, and they are the core
elements who have essential roles in carrying out the activities of the organizations. The retention of key personnel
thus appears to have greater importance in the success and sustainability of an organization. The initiatives would
consist of a specific focus on critical work-related behaviors of the employees and adopting strategic approaches for
the well-being of the existing staff. Such attempts exerted by the managers aim to create a work environment where
the employees display altruistic behavior against their colleagues and are satisfied with their jobs. Specific individuals
called “boundary-spanning employees” who provide service across borders of the organizations to establish
interconnection link between the third parties and the organization by protecting and transferring information. From
an organizational perspective, they undertake a strategic role between the customer and the company by developing
cooperation and fostering the relationship between them. Networks are the passageway of primarily for information
and many other things. Boundary spanners support networks as communicators, protectors, innovators, and
relationships managers (Tushman, 1977; Tushman and Scanlan, 1981a; Williams, 2011). Within groups and
organizations, boundary spanners play essential roles in solving individual, group, and organizational problems
(Ernst and Chrobot-Mason, 2011) and are particularly crucial within networked governance (Ring and Van De Ven,
1994). Managers thus may learn a lot from boundary spanning employees regarding choices and needs of customers;
managers thus can design the positions and functions within their organizations following the customers’ preferences.
The boundary-spanning employees are those who are initially exposed to demands generated by the outside
environment and can direct the enterprise to seize the related opportunity. It is evident that boundary spanning
employees are very well aware of their roles and the responsibilities of their positions. Goldsmith and Eggers (2004)
argue that networked governance assists organizations to realize their aims through the individuals and enterprises
outside the organization. The hospitality enterprises are one of the leading entry points for foreign income in a country
and have crucial importance for the economic growth which creates employment opportunities. It is evident that the
hotel enterprises are the organizations where the employees mainly display organizational Citizenship Behaviors
(OCBs) such as altruism since they have to perform their duties under hectic and challenging working environment.
Hence, employees involve in extra-role behaviors beyond their prescribed roles, which refer to as OCBs, for
demonstrating excellent and continuous customer service performance as a fundamental behavior for the
organization’s operation.
According to Organ (1988), OCB refers to “discretionary, not directly or explicitly acknowledged by the
recognized reward system, which promotes an effective functioning of the organization.” Organization’s and
managers’ roles are thereby significant in promoting altruistic behaviors of the employees, especially for those
occupying boundary-spanning positions, within the organization in various ways such as encouraging good teamworking, empowerment, building trust, respect and cooperation among the employees. One of the main topics of this
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paper is to explore the correlations among these variables by determining the average, standard deviation, correlation
values, and reliability coefficients.
CONCEPTUAL FRAMEWORK AND LITERATURE REVIEW
Altruism
The concept of altruism was initially developed in 19th century by Auguste Comte, the French philosopher and
the founder of Positivism as an antithesis to egoism and it was introduced into English by George Henry Lewes in
1853. The concept of ‘altruism’ refers to helping behaviors without expectation of rewards. There has been a growing
appeal among scholars to conduct scientific research on altruism since the 1960s. Through the lens of social
psychology, “helpful actions” became the most popular topics in the 1970s. Since the 1990s, the prominence of the
term "altruism" has remarkably increased due to the growing interest from the behavioral and social science
disciplines. Series of empirical studies were conducted to investigate the altruistic behaviors by C. Daniel Batson
who conceptualized the term altruism as the motivational state which increases the well-being of the others ultimately
(Batson, 1991) and the product of empathy (Batson et al., 2007).
The content of OCB has been enhanced to comprehend five categories namely, altruism (helping behaviors),
generalized compliance (a meticulous act for the well-fare of the organization), courtesy, sportsmanship and civic
virtue (Podsakoff et al., 2000). According to Eisenberg’s (1982) definition, altruistic behavior is a discretionary
behavior intended to support other individuals which are intrinsically motivated without expecting a reward. Batson
(1991) and Eisenberg and Fabes (1998) comprehensively explored the notion of empathy in aspects of emotional and
cognitive reactions which might be a driver for altruistic behaviors. According to Eisenberg and Fabes (1998),
altruism is a form of pro-social behavior is deemed as the intentional behavior which is wished-for assisting another.
Kaplan (2000) suggests that individuals with altruistic values, benefit others without expecting any return from others
for his/her personality. According to Carlo et al. (1991) and Smith et al. (1983) altruism refers to engagement in
helping behaviors. According to Smith, Organ and Near (1983) “altruism” is expressed as one of the two types of
OCB after their interview with the managers. Smith et al. (1983) suggest that altruism is related to direct behaviors
aiming to help someone face a situation.
Dennis W. Organ pioneered theories and approaches regarding discretionary and spontaneous behaviors of the
employees and highlighted the importance of these behaviors in organizational effectiveness. Organ (1988), who
contributes markedly to the development of the term OCB, further expanded the classification of OCB comprising
altruism, conscientiousness, sportsmanship, courtesy, and civic virtue. According to Organ (1988), altruism is
conceptualized as the behaviors implying enthusiasm for helping others who may have an excessive workload. After
few years Morrison (1994) described the concept of altruism which is an inconsistency with Organ’s (1988)
conceptualization regarding altruism and courtesy. Van Scotter and Motowidlo (1996), differentiate the interpersonal
acceleration from job commitment which corresponds to Morrison’s (1994) altruism as well as Organ’s (1988)
altruism including courtesy. Coleman and Borman’ (2000) notion of OCB is composed of three components as
Interpersonal Citizenship Performance, Organizational Citizenship Performance, and Job/Task Citizenship
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Performance. Among those proposed by Coleman and Borman (2000), Organizational Citizenship Performance deals
with the behaviors that other members of the organization take advantage from and includes Altruism and Courtesy
dimension set forth by Organ (1988). Table 1 given in below illustrates the dimensions of OCB comprising altruism.
Table 1. The dimensions of OCB described by several authors
Author
Smith et al. (1983)

Organ (1988)

Morrison (1994)

Van Scotter, & Motowidlo (1996)
Coleman, & Borman (2000)

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

The Dimensions of OCB Comprising Altruism
Altruism
Generalized Compliance
Altruism
Conscientiousness
Sportsmanship
Courtesy
Civic Virtue
Altruism
Conscientiousness
Sportsmanship
Involvement
Keeping up with Changes
Interpersonal Facilitation
Job Dedication
Interpersonal Citizenship Performance
Organizational Citizenship Performance
Job/Task Citizenship Performance

Affective Commitment
Affective Commitment (AC) has evoked interest in recent years mainly for self-directed work teams (Riketta, &
Van Dick, 2005; Kirkman, & Shapiro, 2001). According to the definition of Meyer and Allen (1997), AC which is
the first dimension of Organizational Commitment (OC), refers to the point to which employees are emotionally
devoted and engaged in the organization. AC deals with the emotional connection and involvement a person has with
the organization (Meyer et al., 2002). AC has been linked to increased levels of OCB, performance and low
absenteeism (Organ and Ryan, 1995; Allen and Meyer, 1996; Riketta, 2002; Wasti, 2003). Scholars such as Griffeth
et al. (2000) and Akinyemi (2012) suggested that AC is highly associated with Turnover Intention (TI). There are
some researches which would constitute evidence for the fact that employee engagement is associated with better
business outputs. The research conducted by Towers Perrin and Kenexa demonstrate that the companies with engaged
workers have higher net profit margins and shareholder returns. It can be concluded that AC could be conceptualized
as employees’ feelings regarding the emotional connection with the enterprises. The term AC is related with the
engaged employees who are concerned about their work and organizations, and they exert discretionary efforts for
maintaining a sustainable, efficient and successful organization. The research made by Mete et al. (2016) among 147
employees working in IT company resulted in a significant positive relationship between OC and Job satisfaction
(JS). The findings support the view that the increase in OC is related to higher levels of JS.
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Job Satisfaction
As stated by many researchers such as Judge and Church (2000) and Mete et al. (2016) the JS is perhaps the most
extensively studied subject in social science disciplines. According to the Judge and Klinger (2007), the JS research
has generated practices for the organizational effectiveness and employees’ well-being. Locke (1976) stated that JS
is a pleasurable or positive emotional state which may be resulted from the judgment of the individual’s job
experiences which has been considered as a standard view in the literature. Markovits et al. (2010) suggest that JS
consists of the dimensions called intrinsic and extrinsic satisfaction. A significant positive correlation has been
identified between JS and OCB for engaged staffs in teams. According to Wilke and Lanzetta (1970) and Bolino et
al. (2002) employees with a greater JS leads to an improved working relationship among workers thus which results
with higher levels of commitment and OCB in a team and fundamentally in an organization. According to the findings
obtained from the survey conducted by Mete and Sokmen (2017) among 362 employees working in the hospitality
industry, JS and TI were found negatively and significantly correlated. According to the empirical study conducted
by Sokmen and Sezgin (2017) among 362 boundary spanning employees working in a hotel in Antalya for
determining the JS and turnover levels belonging to employees, the results reveal the significant negative correlation
between JS and TI.
JS can be conceptualized as “the plea- durable emotional state resulting from the appraisal of one’s job as
achieving or facilitating the achievement of one’s job values” (Locke, 1969).
Turnover Intention
The terms intention to quit or TI, which are interchangeably used in the literature, refers to employees’ desire or
willingness to quit their jobs in the near term due to the other job opportunities (Tett and Meyer, 1993; Elangovan,
2001). In the last twenty years, there has been enhancing appeal to explore the relationship between OCB and TI
(Chen et al., 1998; Chen, 2005; Mossholder et al., 2005, Paillé, 2012). AC is linked with increased performance,
OCB and low absenteeism in the organization (Organ and Ryan, 1995; Allen and Meyer, 1996; Riketta, 2002; Wasti,
2003). According to the survey conducted by Sokmen and Ekmekcioglu (2016) which was related to health
employees working in a Turkish private hospital. The findings imply the negative relationship between OC and TI.
Some researchers such as Griffeth et al. (2000) and Akinyemi (2012) suggested that this situation is highly associated
with voluntary turnover and turnover intention. Gill (2008) argues that employees in the hospitality industry that with
high levels of confidence will have increased JS. This result supports the view that JS will have an impact on TI.
Price and Mueller (1981) implied that JS indirectly impacts on profitability which is vital for the hospitality industry
since it makes a direct control over TI. The results of the longitudinal research made by Tschopp et al. (2014) reveals
that a higher level of JS was more intensely linked with a reduced level of TI among 255 employees in the German
and French-speaking parts of Switzerland.
Altruism and Turnover Intention
Sowmya and Panchanatham (2012) implied that employees with an increased level of TI are only actually present
in an organization although they are more focused on somewhere else. Podsakoff et al. (2009) reported a negative
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relation between OCB and TI in their empirical survey conducted among 1200 alumni in a French business school.
Paillé and Grima (2011) conducted a survey among 2441 alumni in a university in Canada, and the findings indicated
that altruism was negatively correlated with TI. According to Paré and Tremblay (2007), IT experts helping their
peers and supervisors to improve close links with them will make the employees stay in the company ultimately.
Altruism and Job Satisfaction
Bateman and Organ (1983) suggest that the employees will demonstrate OCB possibly when they are pleased
with their jobs through given support or benefit provided by their organization or colleagues. Podsakoff et al. (1993)
argued that employees most probably exhibit high levels JS in organizations where OCBs prevalently exist. In the
literature, the relationship between JS and OCBs has been widely studied from the perspective of conventional
organizations which have a leader and subordinates in multiple levels and very stable enough to not affected from
the influences coming from the external environment. JS was examined as an antecedent of OCB by some researchers
(Allen and Rush, 1998; Bateman and Organ, 1983; Bishop et al., 2000). Unlikely from traditional organizations, this
study involves with hotels enterprises where boundary spanning employees have intense interaction with customers,
and the organization is open and vulnerable to environmental factors. The results of research conducted on faculty
members by Salehi and Gholtash (2011) revealed that OCB has positively influenced by JS and OC. Werner (2007)
implied that only satisfied employees appear to be demonstrating constructive behaviors that can provide an actual
contribution to the organization.
Altruism and Affective Commitment
Self-directed teams are working groups in which team members work closely together and thus develop positive
emotional interrelationships that foster commitment among the employees. Employees’ commitment increases to
higher levels while OCBs displayed among team members increase. In the literature, there are studies (Bishop and
Scott, 2000; Bishop et al., 2000; De Lara and Rodriguez, 2007) supporting the view that the correlation between team
commitment and OCB is significant. Organ and Ryan (1995) concluded that AC is positively and significantly
associated with altruism and generalized compliance in their meta-analysis performed attitudinal and dispositional
factors of OCB. Chen and Francesco (2003) further investigated the correlation between AC and OCB in their
research conducted in China and reported a significant positive correlation between these variables.
Similarly, Kuehn and Al-Busaidi (2002) also revealed the significant positive correlation between AC and OCB
in their research made in Oman. The findings show that employee engagement in the organization triggered by AC
which will thereby result in extra-role behaviors displayed by the employees. It can be concluded that employees
with a higher AC are related to increased OCB.
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METHOD
The Objective of Research
The purpose of this research is to reveal the relationship among altruism, TI, JS, and AC of the employees who
work in hotel enterprises. A model thus generated with the aim of demonstrating the relationship among the variables
which is compliant with the research hypothesis and theoretical framework (Figure 1).

Turnover Intention
H1
H2
Altruism

Job Satisfaction
H3
Affective
Commitment

Figure 1. Research Model
Research Hypotheses
Many researchers have extensively investigated the relationship among OCB, JS, OC, and TI. The correlation
among these variables has been evidenced (Organ and Ryan, 1995) and is very well introduced to the literature in
various facets.
Based on the research model of this study, the hypotheses are proposed in the following:
• H1: There is a relationship between altruism and turnover intention in which the variables are significantly
negatively correlated.
• H2: There is a relationship between altruism and job satisfaction in which the variables are significantly
positively correlated.
• H3: There is a relationship between altruism and affective commitment in which the variables are significantly
positively correlated.
Sample
The research has been conducted on the employees occupying boundary spanning positions in four hotels that
have been carrying out hospitality activities in Ankara. The reason for the selection of boundary spanning employees
as research sample is due to their close contact and interaction with the customers and their crucial role for the
customer preference of the same hotel enterprise. The research was conducted between August and October 2018 by
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the researcher and his team composed of 4 persons. During that period, the number of the personnel occupying
boundary spanning positions is 620, and only 412 of those has been reached out. Within this context, it can be
expressed that the sample composes 66 % of the research population.
Measuring Instruments
Altruism was measured through the 5-items of the OCB scale developed by Organ (1988); JS was measured
through 3-items of Job Satisfaction Scale developed by Cellucci and DeVries (1978); TI was measured through 3items of Intention to Leave Index developed by Bluedorn (1982). The 6-items scale developed by Meyer et al. (1993)
was used to measure the AC variable. All statements contained in the scales were evaluated by using five-point Likert
type scale ranging from (1) Strongly Disagree to (5) Strongly Agree. The scales were examined again concerning
reliability although they were used in various researches.
ANALYSES AND RESULTS
The data achieved as a result of the study was evaluated by appropriate statistical package software. Data relating
to demographic variables were interpreted through frequency analyses and percentage values. The Cronbach Alfa
analyses were performed for the reliability of the scales. The hypotheses were tested by performing regression and
correlation analyses. As shown in Table 2 given in below, 165 female and 247 male boundary spanning employees
participated in the research. 71 % and 29 % of the participants are married and single, respectively. When the
distribution of participants by age is examined, 50 % are between 19-30 years old, 26 % are between 31-40 years
old, 13 % are between 41-50 years old, and 11 % are above 51 years old. Of hotel employees, 13 % have high school
degree, 75 % have an undergraduate degree, and 12 % have a postgraduate degree. When looking into the distribution
of the boundary spanning employees’ by years of service, 15 % have work experience between 1 and 5 years, 45 %
have work experience between 6 and 10 years, 32 % have work experience between 11 and 15 years and 8 % have
work experience more than 16 years.
Table 2: Demographic Features of the Participants
Variable

Gender

Marital Status

Age Distribution

Female
Male
Total
Married
Single
Total
Between 19 and 30
Between 31and 40
Between 41 and 50
51 and above
Total
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Frequency
(N)

Percentage (%)

165
247
412
293
119
412
205
106
52
49
412

40
60
100
71
29
100
50
26
13
11
100

Journal of Tourism and Gastronomy Studies 7/1 (2019), 310-327

Table 2: Demographic Features of the Participants (Continuation)

Education Level

Years of Service

High School
Undergraduate
Postgraduate
Total
Between 1 and 5 years
Between 6 and 10 years
Between 11 and 15 years
16 years and above
Total

54
307
51
412
62
187
134
29
412

13
75
12
100
15
45
32
8
100

As demonstrated in Table 3, the Chronbach Alfa values of the scales used in this study are 0.974, 0.826, 0.821
and 0.886 respectively for altruism, TI, JS, and AC. These values indicate that the reliability coefficients fall within
acceptable ranges. When the levels of altruism, TI, JS, and AC of the boundary spanning employees working at hotel
enterprises that are illustrated in Table 3, it can be observed that the level of TI is quite low (1,43) while other
variables associated with higher values. According to the results illustrated in Table 3, it can be stated that boundary
spanning employees are willing to help other colleagues by displaying altruism behavior (3,97), and they also intend
to perform their current task, besides, they are satisfied with their jobs (3,98), and they have higher levels of AC
(3,78).
Table 3: Average, Standard Deviation, Correlation Values and Reliability Coefficients of the Variables

Altruism
Turnover Intention
Job Satisfaction
Affective Commitment

Average
3,9657
1,4381
3,9768

1
[0.974]
-,423**
,476**

2

3

4

[0.826]
-,585**

[0.821]

3,7825

,562**

-,308**

,424**

[0.886]

**Correlation is significant at 0.01 level (two-way), The values shown in parentheses are Cronbach Alfa reliability coefficients.

Correlation Analysis was executed with the aim of illustrating the correlation between the variables. The results
of the analysis reveal that there are positive and significant relationships between altruism and AC (r=0.562, p>0.01),
a positive and significant relationship exists between altruism and JS (r=0.476, p>0.01); whereas there is a negative
relationship between altruism and TI (r=-0.423, p>0.01). Besides, there is a positive and significant correlation
between AC and JS (r=0.424, p>0.01), whereas, there is a negative and significant correlation between AC and TI
(r=-0,308, p>0.01).
Table 4: The Regression Analysis
Dependent Variable
Affective Commitment
Altruism

ß
Sig
0.562
0.000
R2 =0.289
F = 59,523

Independent Variables
Job
Satisfaction
ß
Sig
0.476
0.000
R2 =0.263
F = 58,421

Turnover
Intention
ß
Sig
0.423
0.000
R2 =0.185
F = 45,489

Along with the results obtained from the regression analysis as exposed in Table 4, altruism have significant
influences on AC (ß=0.562; p<0,001 and 28,9 % ratio of explanatory power with R-squared value (R2) of 0.289), JS
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(ß=0.476; p<0,001 with 26,3% ratio of explanatory power with R-squared value (R2) of 0.263), TI (ß=-0.423;
p<0,001) and 18,5% ratio of explanatory power with R-squared value (R2) of 0.185. Hence, the results suggest that
in case the level of altruism displayed by the boundary spanning employees increase, levels of AC and JS increase,
whereas, the level of TI decreases.
LIMITATIONS AND FUTURE RESEARCH
Limitations
There exist certain limitations generated during conducting this research due to the cross-sectional data used in a
quantitative analysis which may lead to common-method bias and may ultimately affect the significance level at the
correlations. It is apparent that longitudinal designs could allow stronger assessment on the changes over time,
relationships, causality, and other variables as well as providing pieces of evidence with stronger correlations. The
cross-sectional design was preferred for the current research due to the time pressure. Even though the cross-sectional
study offering one–time approach, it delivers a better perception regarding the magnitude of the problem and
minimizes the effects of a potential retest.
On the other hand, data collected from four hotels in Ankara may establish restricted information on work-related
behaviors of boundary spanning employees. The hotel employees working at the hotels in touristic regions of Turkey
should also be observed for providing extensive coverage of data.

Even with these limitations, our research

establishes stronger insight on the importance of OCBs relating to the well-being and success of organizations
particularly for the industries such as hospitality.
Future Research
Four different hotel enterprises which provide accommodation services in Ankara were designated as a sample in
this research. The approaches and theories elaborated in this research are the commonly accepted studies in the
literature. The literature review of this research also emphasizes the fact that boundary spanners are key personnel
who provide valuable data to their organizations from the external environment. The boundary spanners undertake a
transition role between customers and organizations. One of the significant drawbacks confronted in this study is the
lack of comprehensive research on the impacts of each dimension of OCB on JS, TI, and AC. Hence, the impact of
altruism as one of the dimensions of OCB on these variables was observed in this study through an organizational
and psychological lens. In this aspect, this paper is aimed to create insight on has created insights about the
consequences of altruistic behaviors that peers and managers are exposed in the hospitality industry. Future
researches may have an objective to acquire more data on larger samples including the hotels not only in Ankara but
also in touristic regions of Turkey. This study has been validated through the statistical analyses performed to
determine the magnitude of correlations between variables representing the work-related behaviors of the employees
in the hospitality industry. The subsequent studies may be conducted in various tourism fields such as traveling and
food industry. Besides, the variables investigated in this study may be expanded to cover the employee job
performance by considering the effects of in-role behaviors and extra-role behaviors of the employees.
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DISCUSSIONS AND CONCLUSIONS
The hospitality industry is a market where severe competition among the enterprise has been growing since
technological advancements lead to increasing and rapidly changing demands of the customers. In this regard, the
primary challenge for hotel enterprises is to highlight the qualities that they possess and differentiate themselves
among powerful competitors. The primary target of the organizations is to expressly and directly communicate these
qualities through the performance of boundary spanning employees. Large organizations such as hotel chains carry
out their activities across the country even all around the world. Over the past few decades, outstanding development
in the Turkish tourism industry stems from Turkey’s natural wonders and strategic position as well as economic
power and growth in the extremely globalized world. Turkey’s exposure to the effects of the globalized world is
resulting from these factors. The hotels in Turkey are markedly exposed to the effects rooted in technological
innovations and cultural differentiation due to close and frequent contact with domestic and foreign visitors. The
employees, who work under pressure, ultimately need to perform their jobs correctly on time, learn how to deal with
pressures and stresses while they are accomplishing their missions the most efficient ways. Furthermore, boundary
spanning positions require systematic planning and workload management, which are highly valued particularly in
the hospitality sector.
A quantitative study was conducted in four hotels located in Ankara. The hypothesized model proposed in this
study illustrates the impacts among the variables namely altruism, AC, JS and TI which was then verified empirically
by performing statistical techniques including regression and correlation analyses. The relationships among these
variables are based on the notion the reciprocity between help provider and help receiver. The managers thereby need
to create a supportive environment in an organization which could create JS and AC. Boxall and Macky (2007)
suggested that an organization should cultivate an effective culture that will encourage employees to have confidence
in their managers.
Nevertheless, this solution is supposed to be happening only in small organizations (Boxall and Macky, 2007).
Employees with high JS help their peers who like, trust and understand one another and receive help in return (Bolino
et al., 2002). Podsakoff et al. (2009) argued that there are many studies which were conducted to examine the link
related to the employee awareness on fairness, the behavior of the leaders and workers, JS and personality traits as
the predictor of OCB. Owolabi (2012) argued that the decision of an employee to quit or stay in the organization is
driven by employees’ feeling and their perception related to the organization. In an organizational perspective, TI is
a critical phenomenon especially for the international companies which may risk the survival of the organization
(Brereton et al., 2003).
There are some empirical researches in the literature, which have proven the relationship between AC and JS.
Mathieu and Zajac (1990), Meyer et al. (2002) and Meyer and Allen (1991) found a high correlation between AC
and JS. The results of this research are consistent with the findings obtained from the cross-cultural study conducted
by Coyne and Ong (2007) among 162 production workers in global enterprises (Malaysia, Germany, and the UK),
which indicates the negative and significant correlation between OCB and TI. These results posit the view that
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employees with low levels of OCB are most probably to exhibit TI as compared to those with high levels of OCB.
Hence, these results are consistent with the findings of this research which posits the relationship between altruism
and TI.
Besides, there are some empirical researches in the literature, which have proven the relationship between OCB
and JS. Bateman and Organ (1983) reported a positive and significant correlation (.41) between JS and OCB. Smith
et al. (1983) found a positive and significant relationship between JS and “altruism” and “compliance” as the two
dimensions of OCB in their research conducted in two large banks. Schnake et al. (1995) examined the influence of
perceived equity, leadership, and JS on OCB. He found that leadership and perceived equity is intensely connected
to OCB. The research concluded by Organ and Ryan (1995) that JS has a modest correlation with Altruism. Chiboiwa
et al. (2011) reported a significant positive correlation between JS and the dimensions of OCB in their research related
to the administrative staffs in several organizations in Zimbabwe. Hence, these results are consistent with the findings
of this study which posits the relationship between altruism and JS.
When the relationship between OCB and AC is investigated, there are some empirical studies introduced to
literature evidencing the positive correlation between these variables. Wilke and Lanzetta (1970) and Bolino et al.
(2002) reported significant positive correlation among OCB, OC, and JS. As stated by Wilke and Lanzetta (1970)
and Bolino et al. (2002) JS fosters the relationship among employees which makes them directed towards
commitment in a team and eventually results with a higher level of OCB. Park, Yun, and Han (2009) found that OCB
has a positive influence on JS and OC. Loi, Lai, and Lam (2012) posit in their research that the supervisors' AC to
the organization has an effective role over the affected commitment of subordinates which consequently forms their
task and extra-role performance. Hence, these findings are consistent with the results of this research which posits
the correlation between altruism and AC. The empirical findings of this study highlight the two key subject matters.
The initial one is the crucial position of boundary spanning employees who can enable success and failure of their
units and their organizations. The second one is the importance of altruistic behaviors for the well-being of
subordinates, supervisors and ultimately organizations overall and its effects emerging in the work-related behaviors
of the employees. This study may contribute to future researches relating to the impacts of the OCBs’ dimensions
on employees’ work-related behaviors. There are numerous studies in the literature which examined the
consequences of OCBs’ in general whereas the studies investigating the impact of each dimension of OCBs’
separately are rare.
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