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Abstract: Despite the great attention received by organisational 

citizenship behaviour in the organisational discussion, little is 

known about organisational citizenship behaviour among 

Malaysia public hospital nurses. Hence, this study extended the 

discussion by investigating nurses’ organisational citizenship 

behaviour dimensions namely altruism, courtesy, civic virtue, 

conscientiousness, and sportsmanship. While, the leader-member 

exchange consisted of perceived contribution and affect were 

examined as predictors of the study. Questionnaire of quantitative 

approach based on multi-stage cluster sampling techniques is 

used to obtained data from 539 nurses in Malaysia. By adopting 

structural equation model, the result indicates that leader-member 

exchange of affect dimension having a connection with altruism, 

courtesy, civic virtue, and sportsmanship; but vice-versa in 

perceived contribution dimension which only associated with 

sportsmanship. Theoretically, this study extends the Social 

Exchange Theory and its application to nursing practitioners. The 

findings could benefit the human resource practitioners in terms 

of the effects of the conduct of organisational citizenship by the 

nurses due to the leader-member exchange in the hospital. The 

study recommends the expansion of Social Exchange Theory 

model in organisational citizenship behaviour research by using 

longitudinal designs and multiple measures of other variables. 

 
Index Terms: Structural Equation Model; Leader-Member 

Exchange; Organisational Citizenship Behaviour; Quantitative 

Approach; Multi-Stage Cluster Sampling; Nurses 

I. INTRODUCTION 

Malaysia is a rapidly developing country in which every 

organisation requires a powerful and effective workforce to 

retain its competitive advantage. The initiating major 

transformation of Wawasan 2020 has forced Malaysians to be 

more progressive in the aspects of economy, social, and 

intelligence in order to achieve the status of an industrialised 
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and developed country (1). The stressful and hectic lifestyle 

has caused an increasing number of Malaysians to be infected 

by serious illness and admitted to the hospital (2,3). A recent 

report of Health Indicators by Ministry of Health Malaysia 

showed an intensified number of patient admissions in public 

hospitals from 2,110,628 in the year 2014 to 2,407,122 in the 

year 2015, and recently 2,465,727 in the year 2016 (4–6). 

Because of the increasing number of patients admitted to the 

hospitals, the nature of work among nurses in public sector 

becomes increasingly demanding and they have to face 

excessive workload. 

Furthermore, due to the nurses‟ workload and their close 

interactions with the patients, the nurses‟ behaviour could be 

directly observed by patients and citizens (7). In recent years, 

the Public Complaint Bureau has received an increasing 

number of complaints by citizens regarding public servants 

behaviour in the workplace. The Public Complaint Bureau‟s 

annual reports showed in 2015, 6388 complaints have been 

recorded and in 2016, it increased to 6494 complaints (8). As 

a means to improve the service quality and service delivery, 

human resource practices need to be revised as the ability to 

respond effectively to citizen complaints lies in the 

willingness of the employees to exhibit citizenship behaviour. 

OCB is a possible solution in meeting patients‟ satisfaction 

and reducing the workload among nurses as OCB prevents 

nurses from being individualistic (7). It is regarded as one of 

the most substantial variables affecting organisational 

efficiency at a comparatively low price and not driven by 

formal reward (9). Hence, OCB would be helpful for the 

nurses to go beyond the call of duty to contribute to the 

hospital.  

In ensuring that nurses, who represent a large number of 

population in hospital are able to consistently deliver quality 

service, it always depends on the leaders‟ capability to 

persuade their subordinates in an effort to meet the 

expectation of the patients and organisation (10–13). Hence, 

high-quality connections between leaders and subordinates 

are vital amounting to the subordinates‟ effectiveness and 

readiness in performing OCB which depends on the quality of 

dyadic relationships established. As suggested by 

Megheirkouni (11), the main idea of a dyadic relationship is 

focused on the relationship quality between leader and 

subordinates, and the positive relationship is concerning 

beneficial results for leaders, 

subordinates, groups, and the 

organisation. This study 

attempts to reveal how 
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leader-member exchange (LMX) can enhance nurses‟ OCB in 

Malaysia public hospital. 

Based on the Social Exchange Theory, it can be assumed 

nurses will exhibit OCB when they have high-quality LMX in 

order to maintain their positive relations with the leader. 

Although extensive past studies of LMX have been carried 

out regarding OCB (12,13), most of the past research 

concentrated mainly on the work relations rather than both the 

work and interpersonal relations (14,15). Therefore, this 

study is carried out to specifically focus on the 

two-dimensionalities of LMX which are perceived 

contribution and affect. Perceived contribution is targeted on 

the connection among leader and subordinate primarily based 

on work, while affect dimension is centred on the personal 

connection between leader and subordinate (14,15). Hence, 

this study fills in the gap by confirming the distinctive nature 

of both dimensions by conducting a study which investigates 

the LMX in two different perspectives, which are the effect 

work relations and personal relations between leader and 

nurses towards five-dimensionalities of OCB rather than just 

focus on the work relations of LMX. 

II. LITERATURE REVIEW 

A. Social Exchange Theory 

The valuable impacts can be stimulated by the social 

exchange relationships that are developed when employers 

look after the employees in the workplace setting (16). 

Beneficial and fair transactions amongst powerful 

relationship can lead to efficient work behaviour (17). Prior to 

the work of Blau (17), the Social Exchange Theory is the 

interconnection between two parties that can be acquired 

when one party performs a favour for the other and the other 

returns that favour at an appropriate time. Social Exchange 

Theory proposed the discretionary behaviour is connected to 

the subordinates determination to reciprocate to their 

colleagues, leaders or organisations (17). This would be for 

the benefits offered to the subordinates by the leader. Blau 

(17) revealed the subordinate involve in OCB because it 

extends the reciprocity, in which ways could potentially 

facilitate the leaders and organisations well-being. 

B. Organisational Citizenship Behaviour 

As a theoretical definition, Organ (9) has reported OCB as 

an extra-role individual behaviour which unrestricted, not 

directly acknowledged by the reward system, but it can 

encourage the organisation to function effectively. OCB also 

defined as the point when an individual shifts out of the frame 

of their own set of working responsibilities and works in a 

pro-social way (18,19). Additionally, Organ and Ryan (20) 

have defined OCB as the individual contributions in the 

workplace that go extra-role prerequisites as specified in the 

job arrangement. Lastly, Bolon (21) has defined OCB as a 

voluntary behaviour that is displayed by employees where 

there is no written rule of their particular choice that they rely 

on, and no clear indication in the organisation‟s agreement. In 

organisational perspective, OCB has been classified into five 

dimensions which are altruism, courtesy, civic virtue, 

conscientiousness, and sportsmanship (22). 

Altruism. The term altruism is used by Organ (22) to refer 

as helping or helpfulness. It is a behaviour where one 

expresses the willingness to help colleagues performing their 

work by aiding others by means of organisation associated 

task and complications (23). Some examples include offering 

assistance to new recruits, shouldering the work of others who 

are away, and helping those with high capacity of work or 

those who encounter work-related issues (24–26). 

Courtesy. Courtesy is defined by Organ (27) as the 

optimistic behaviours demonstrated by the employees who is 

required to be in contact with the organisation and are 

influenced by the works and decisions of one another. 

Courtesy comprises actions that demonstrate special attention 

to establish relationships characterised by kindness and 

cooperation to prevent interpersonal problems from occurring 

(22). It involves future associated behaviours namely 

notifying other people before initiating action, avoiding 

arguments, and alarming colleagues about dangerous 

activities in the hospital such as construction (25,26,28). 

Civic Virtue. Civic virtue is, for Podsakoff et al. (29), the 

lively involvement of employees in the organisation‟s 

political life. This behaviour includes supporting the 

development of the organisation. Someone with civic virtue 

shows a strong sense of responsibility toward the organisation 

and view themselves as embodied to the organisation (29). To 

illustrate, it takes into account those behaviours including 

attending the intra-organisational meetings and discussions 

frequently, transforms accordingly in the organisation, 

problem-solving contributor, and abiding by the decisions 

made within the organisation (22,29). 

Conscientiousness. MacKenzie et al. (28) use the term 

conscientiousness to refer to the inclination of employees in 

exhibiting behaviours surpassing their least anticipated role 

behaviour. These behaviours indicate that special attention is 

given in bearing out one‟s task (31). To illustrate, among 

these are attempting to arrive on time at the workplace 

regardless of poor weather situations, not taking extra breaks, 

and working past normal office hours (21,27,32). 

Sportsmanship. In simple words, sportsmanship is known 

as a tolerance among employees in the workplace. Tolerance 

is the evasion of negative behaviour that might trigger conflict 

among colleagues (21). Tolerate in terms of the readiness in 

encountering difficulties and work impositions devoid of any 

objection (27). Employees with good sportsmanship will 

confront the challenges in the workplace and prevent any 

unduly complains, being positive, and experienced workplace 

problems by enduring them  (31). Examples of sportsmanship 

behaviours include avoiding the pointless conversation, not 

wasting time by talking about work problems, and evading 

discourteous behaviours against colleagues (21,25,26).  

C. Leader-Member Exchange  

The theoretical definition of LMX is the relationship 

quality that is developed among the leader and the 

subordinate on the basis of the pair‟s reciprocal affection 

towards one another based mainly on interpersonal appeal 

instead of work values (33). LMX is defined by Bhal and 

Ansari (14,15) as the exchange 

relationship trait amongst the 

leader and the subordinate in 

the workplace in which that 
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relationship depends on perceived contribution and affect. 

Perceived contribution. According to Dienesch and Liden 

(35), it is clarified as the perception of work-oriented activity 

concerning the quantity, direction, and quality that every 

subordinate proposes toward the pair‟s reciprocal goals. 

Responsibility, efficiency, and amount of effort taken by the 

leader and the subordinate have been measured in perceived 

contribution (14). Bhal and Ansari (14) described that this 

dimension was considered the greatest power factor of both 

the leader and subordinate viewpoints. 

Affect. Specified as a gentle feeling of liking between the 

subordinates and the leader which substantially focused on 

interpersonal appeal instead of work values (35). Specifically, 

affect refers to the interpersonal fondness concerning the 

leader and the subordinate besides work-related features of 

the pair (14). Affect is also measured by non-work related 

communication and assisting more towards personal 

perspectives (14). 

D. LMX on OCB 

LMX plays an important role to forecast OCB because 

employees with high-quality LMX will enjoy an exceptional 

and beneficial connection with their leaders (36,37). Form 

this relation, employees will engage in OCB by being part of 

the competency and productiveness of the organisation due to 

the feeling of indebted in returning the benefits. Podsakoff et 

al. (30) and Organ et al. (25) have stated that exchanges of 

resources that go over those specified in the formal 

requirements are considered as high-quality relationships. 

Hence, the high possibility of employees getting engage in 

OCB. Low-quality LMX, on the other hand, identifies less 

favourably with leaders and perceived leader behaviours, thus 

making subordinates less likely to reciprocate effort that 

benefits others (38). 

There are also a considerable amount of studies which have 

found evidence on the influence of LMX on OCB. A notable 

example of this is a study by Wang et al. (36) among 214 

employees in China has reported LMX gives a positive effect 

to OCB. Additionally, the research data gathered from 245 

employees analysed by Anand et al. (39) also reported that 

LMX is associated with OCB. In the Malaysia context, 

Rashidah et al. (13) have conducted research on the 

perception of local governments‟ employees of LMX towards 

OCB. The research shown a good relationship between the 

leader and the subordinates enhance subordinates‟ OCB. All 

these researchers used the Social Exchange Theory by Blau 

(17) as a fundamental research theory to prove that the 

subordinates will demonstrate more OCB in order to fulfil 

reciprocity obligations when the LMX is high. Consequently, 

OCB would increase among employees if the quality of LMX 

is high (40). From the previous studies mentioned above, it is 

clear that LMX influences OCB among employees. 

III. METHODOLOGY/MATERIALS 

A. Materials 

In order to give a clear orientation in achieving research 

objectives validly and economically, it is vital for research has 

a proper outline of research design especially in social 

sciences discipline (41). A quantitative research strategy was 

chosen to resolve the research questions given that it is a 

non-experimental study. The participants who are the nurses 

U29 in Malaysia public hospitals were given a self-reported 

survey which is then synthesized as the data for this study. 

Hence to gather the information required, multi-stage cluster 

sampling was used in this study. Multi-stage cluster sampling 

is used when the research involves a wide area and large 

population size which makes it difficult or impossible to list 

the subjects. The larger clusters are further subdivided into 

smaller sub-clusters or groups (42). 

B. Organisational Citizenship Behaviour 

In this study, the researcher adapted the Organisational 

Citizenship Behaviour Scale by Podsakoff et al. (29) to 

measure OCB. The instrument consists of 24 items that 

represent the five dimensions of OCB which are altruism (5 

items), courtesy (5 items), civic virtue (4 items), 

conscientiousness (5 items), and sportsmanship (5 reverse 

items). This is one of a dependable instrument among prior 

instruments in the field of OCB because it has high and good 

internal consistency. Examples of items are „I help orient new 

staff nurses even though it is not required’ (altruism), ‘I take 

steps to try to prevent problems with another staff nurse’ 

(courtesy), ‘I read my hospital announcements and memos’ 

(civic virtue), ‘I obey hospital rules and regulations even 

when no one is watching’ (conscientiousness), and ‘I 

consume a lot of time complaining about unimportant 

matters’ (reverse item of sportsmanship). The items were 

scored with 5-points on a Likert scale from 1=strongly 

disagree to 5=strongly agree. 

C. Leader-Member Exchange 

The researchers adapted the Leader-member Exchange 

Scale by Bhal and Ansari (14) to measure LMX. The 

instrument consists of 8 items with 4 items representing each 

of the dimensions (i.e. perceived contribution and affect). It 

has high and good internal consistency which is between 0.78 

to 0.93 and was widely tested in various cross-cultural context 

including among Asian people (14,15,43). Examples of items 

are ‘My leader takes much responsibility for the jobs that are 

to be done together with me’ (perceived contribution) and 

„My leader and I often seek advice from each other on 

personal problems‟ (affect). All of the items were scored with 

7-point on a Likert scale from 1=strongly disagree to 

7=strongly agree. 

IV. RESULTS AND FINDINGS 

A. Data Collection 

Although the minimum sample size required in this study 

was 382, the researchers decided to distribute 1531 sets of 

questionnaires so as to boost the response rate from the 

respondents. Unfortunately, the researchers only managed to 

get 539 respondents from four selected hospitals with the 

return rate about 35.2 percent from the four selected 

government hospitals in Malaysia. 

B. Methods of Analysis 

Prior to running hypothesis 

testing, a few tests on raw data 

of the study were run. This was 
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done to ensure that all the data was complete which is 

important in avoiding error during the data analysis stage. In 

this research, four tests were conducted in the data 

preparation stage which were missing data analysis, 

Mahalanobis distance test for multivariate outliers detection, 

normality analysis, and multicollinearity assumption of the 

data. Missing data analysis was executed using IBM SPSS 

software 23 where it identified incomplete questionnaire in 

this study. Mahalanobis distance test was executed using IBM 

SPSS Amos 23 where it detected potential multivariate 

outliers in the data. Normality analysis of kurtosis and 

skewness were executed using IBM SPSS software 23 to 

determine the normality distribution of the data. 

Additionally, multivariate analysis was utilised with regard 

to answer the research objectives. Structural Equation 

Modelling is a statistical approach used for testing the cause 

and effect of the tested variable. It is used to measure the 

comparative strength of the indirect and direct relationship of 

variables. The Structural Equation Modelling was chosen to 

answer the research objectives because it allowed the 

researcher to test multiple variables simultaneously in a single 

model. Besides, the use of Structural Equation Modelling 

could reduce measurement error and thus lead to a clear and 

valid conclusion regarding the overall model of the study 

(44). A structural Equation Modelling approach was executed 

using IBM SPSS Amos 23 software. The final result was 

determined using p-value where the p-value below 0.05 for 

estimate indicated that direct effect is significantly existed. In 

this study, the direct effect model measures direct relationship 

from LMX on OCB. 

C. Result 

This study intended to assess the direct effect of LMX 

dimensions (i.e. perceived contribution and affect) on OCB 

dimensions (i.e. altruism, courtesy, civic virtue, 

conscientiousness, and sportsmanship) among Malaysia 

public hospital nurses. The result indicated the model for the 

influence of LMX dimensions on OCB dimensions has 

yielded a good fit with RMSEA = 0.05, GFI = 0.90, AGFI = 

0.88, CFI = 0.95, TLI = 0.94, NFI = 0.90, and chisq/df = 2.01. 

Overall, the perceived contribution and affect found to 

explain 5.1 percent of altruism occurrence, 2.6 percent of 

courtesy occurrence, 5 percent of civic virtue occurrence, 1 

percent of conscientiousness occurrence, and 4 percent on 

sportsmanship occurrence among Malaysia public hospital 

nurses. 

Accordingly, Table 1 summarises the direct effect result for 

the influence of LMX dimensions on OCB dimensions. 

Specifically, perceived contribution was found to 

significantly give an effect to only sportsmanship (𝛽 = 0.242, 

p < 0.001). That is, the high quality of perceived contribution 

increases the occurrence of sportsmanship among nurses. 

However, the perceived contribution has an insignificant 

effect on altruism, courtesy, civic virtue, and 

conscientiousness. 

Table 1 Direct Effect Result of LMX on OCB 

Leader-me

mber 

Exchange 

Pat

h 

OCB R
2
 SRW S.

E 

C.R

. 

P-val

ue 

Perceived  Altruism .05 .100 .04 1.52 .128 

Contributio

n 

1 8 2 

Affect  .153* .05

3 

2.29

4 
.022 

Perceived 

Contributio

n 

 Courtesy .02

6 

.079 .04

0 
1.30

0 
.194 

Affect  .102* .04

4 

2.15

6 
.032 

Perceived 

Contributio

n 

 Civic Virtue .05

0 

-.007 .04

6 
-.13

9 
.889 

Affect  .228*

** 

.05

2 

3.44

0 
*** 

Perceived 

Contributio

n 

 Conscientio

usness 

.01

0 

.115 .03

9 
1.42

6 
.154 

Affect  -.103 .04

3 

-1.2

93 
.196 

Perceived 

Contributio

n 

 Sportsmans

hip 

.04

0 

.242*

** 

.04

6 
3.59

2 
*** 

Affect  -.164

*** 

.05

0 

-2.4

05 
*** 

p<0.001***; p<0.05*; OCB means Organisational 

Citizenship Behaviour; R
2
 means Squared Multiple 

Correlation Coefficients; SRW means Standardized 

Regression Weight; CR means Critical Ratio 

V. DISCUSSION 

The aim of this study is to assess a comprehensive model 

regarding the effect of LMX on OCB. This research model 

involved LMX as predictor and the main variables, while 

OCB as the outcome variable. The significant effect of LMX 

on OCB is supported by the Social Exchange Theory by Blau 

(17). The Social Exchange Theory by Blau (17) has explained 

a mechanism that high-quality LMX among employees is 

likely to engage in OCB due to a reciprocal exchange 

relationship. Reciprocal exchange relationship in this theory 

has explained that positive behaviour such as OCB exhibited 

by the employee is based on the response to the treatment they 

received from their leader. Shim et al. (45) revealed that the 

productivity of public servants and government agencies 

could be increased by implementing the good soldier 

syndrome or known as OCB. Anand et al. (39) said this 

happens because of high-quality LMX shows high levels of 

interchangeable information, communication, trust, and 

support between the leader and the subordinates, and these 

interactions will increase the subordinate‟s willingness to 

perform more OCB. This result is also supported by 

Almasradi et al. (46) which has suggested based on the norm 

of reciprocity, the subordinate will return leader‟s favourable 

treatment by go in for extra behaviours even if these 

behaviours are not rewarded under the formal organisation 

reward system. 

Specifically, the study revealed high quality perceived 

contribution increases the sportsmanship behaviour among 

Malaysia public hospital 

nurses. However, this study 

indicated that work-based 
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relationship between leader and subordinate has no 

significant association to altruism, courtesy, civic virtue, and 

conscientiousness. A high perception of the amount, 

direction, and quality of work-oriented activity between the 

leader and the subordinate put forth toward the mutual goal 

can enhance the level of sportsmanship performance among 

subordinates (43,47). According to the enactment of Social 

Exchange Theory by Blau (17), perceived contribution 

become one of the basic elements in the workplace social 

exchange network especially in reciprocating the leader and 

subordinate relationship (43). Good quality of work-based 

relationship is said to give an impact on employees‟ intrinsic 

motivation for being helpful and minimise the unnecessary 

complain (48), because when employees get guidance and 

explanation on the job difficulties in the workplace, they can 

face job difficulties without complaint. Thus, nurses who 

experienced high quality work-based relationship between 

leader and subordinate will lead to less complaining 

behaviour as an exchange.  

Next, this study revealed that affect is remarkably 

associated with altruism, courtesy, and civic virtue but not 

significantly towards conscientiousness. Affect is based on 

attraction or fondness to one another that is premised on the 

personal relationship between the leader and the subordinate. 

It means that a good quality personal-based relationship 

between the leader and the subordinate can increase the 

occurrence of altruism, courtesy, and civic virtue among 

Malaysia public hospital nurses. The presence of a 

high-quality personal-based relationship between the leader 

and the subordinate indicates that the leaders have good 

control over their own subordinates in personal matters (43). 

Dulebohn et al. (40) have indicated that a high-quality 

personal-based relationship between the leader and the 

subordinate can increase the occurrence of being helpful, 

good interpersonal behaviour, and high involvement of 

organisational activities among employees. Therefore, the 

result of this study revealed that high quality personal-based 

relationships between the leaders and the subordinates give 

nurses more opportunity to perform altruism, courtesy, and 

civic virtue in hospital. 

Based on previous studies (13,47), a good quality 

personal-based relationship between the leader and the 

subordinate supposedly gives a positive effect on 

sportsmanship, but the result of this study indicated that good 

quality personal-based relationship between the leader and 

the subordinate gives a negative effect to sportsmanship. That 

is, a high-quality personal-based relationship can decrease the 

nurses‟ sportsmanship behaviour. A plausible reason for this 

result is perhaps, a good personal relationship between the 

leader and the subordinate causes the subordinates to feel 

more welcomed to make a complaint even for unnecessary 

things rather than being positive and tolerant towards the 

problems experienced at the workplace. Bowler et al. (50) 

have pointed out that when the employees are too familiar 

with their leader, the subordinates may take personal 

advantage in the workplace as a return of this relationship. 

Moreover, at a certain point, a too close personal relationship 

between the leader and the subordinates at work can cause the 

subordinates to feel that there is no boundary between them 

and their leader. This condition stimulates the subordinate to 

cultivate the feeling of friendship instead of respectfulness to 

the leader. Perhaps, a high-quality personal-based 

relationship between the leader and the subordinate is 

perceived as difficult and troublesome, thus making it 

impractical to enrich nurse‟s sportsmanship at the workplace. 

Therefore, too close personal-based relationship between the 

leader and the subordinate among nurses should be controlled 

and used in a positive way to reduce the possibility of being 

taken advantage of manipulated from this relationship thus 

lowering the sportsmanship behaviour. 

As a summary, it is concluded that the work-based 

relationship between the leader and the subordinate increases 

the behaviour of sportsmanship in a positive direction among 

Malaysia public hospital nurses. Overall, this study has 

revealed that high-quality personal-based relationship 

between the leader and the subordinate can be beneficial in 

increasing nurses‟ behaviour of altruism, courtesy, and civic 

virtue. However, the results indicated that high-quality 

personal-based relationship between the leader and the 

subordinate can decrease nurses‟ sportsmanship behaviour in 

the workplace. It is suggested that a good personal 

relationship between the leader and the subordinate does not 

always give a positive impact but it can also bring negative 

side effects. The results provided a new perspective on affect 

dimension where it does not necessarily bring a positive effect 

to the nurses but may also lead to a negative effect on 

sportsmanship behaviour. Additional studies need to be 

conducted in order to develop more understanding of the 

effect of the personal-based relationship between the leader 

and the subordinate on sportsmanship behaviour. 

Furthermore, as a leader, they should know how to balance 

between work and personal relationship with their 

subordinates in order to increase the performance of the 

employee‟s OCB in the organization. 

VI. CONCLUSION 

This study contributes to current theoretical development 

and application implementation in several ways. In term of 

theoretical development, the framework of this study was 

grounded by the structure of Social Exchange Theory where 

this study expanded from the original structure of Social 

Exchange Theory within the context of LMX and OCB. 

Figure 2 illustrates the final model of the study. While, in term 

of implications, the results of this study provide valuable 

information on the importance of OCB among nurses in the 

workplace. The information gained from this research might 

help hospitals and Malaysia Ministry of Health to design a 

better working environment that emphasis on OCB at work. A 

positive work environment is important in order to increase 

work performance among them. In addition, the information 

from this study is also beneficial in assisting Malaysia 

Ministry of Health in designing specific interventions or 

training programs that emphasis on performing OCB at work. 
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Fig 2 Final model of the study 

Thus far, from this study, there were also limitations and 

suggestions for future consideration. First, this study is 

focused on investigating the hospital setting specifically 

among Malaysia public hospital nurses. Therefore, the 

research findings cannot be generalised to the nurses in a 

private hospital or other different groups in other 

organisations. Since the findings might be different based on 

the nature of the population, future researchers may replicate 

and extend the current model of the study into a different 

population. In addition, this research utilised a cross-sectional 

research design. This design only allowed the researcher to 

gather the data within a particular time. This design has a 

disadvantage which is it has limited capability to establish 

strong findings and conclusion since it cannot measure the 

causal effect of the model over time (51). A longitudinal 

design study should therefore be carried out in the future, 

since this design is capable of drawing causal conclusions 

among the variables and gives a clearer explanation on 

antecedents of nurses‟ OCB that explained over time. 
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