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Abstract  The study examines the relationship between teachers' organizational citizenship behavior (OCB) and 
their attitudes to work, including commitment to the organization, affective commitment and value congruence 
commitment, perceived organizational support and job satisfaction. The data were collected through the use of a 
questionnaire, distributed to a sample of 314 elementary school teachers from the center of Israel. The results of the 
study, obtained through Pearson correlations and multiple regressions, indicate that organizational citizenship 
behavior is a multidimensional variable directed to different parties in the school – students, teachers, and the 
organization. In addition, all the variables examined have a significant positive correlation with the teacher's 
behavior. The variable with the most significant correlation is commitment to the organization, which derives from 
the congruence between the values of the individual and the organization. The findings of the present study have 
theoretical and applied value for educators and educational policy makers.  
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1. Introduction 
In the spirit of the reforms that are sweeping through 

the Western world in the post-modern era, educational 
systems are required to cope with far-reaching changes. In 
Israel, for example, the educational system has been trying 
to close wide economic, social and educational gaps [1,2]. 
To meet these challenges, school systems need teachers 
who are willing to invest time and effort in the school, 
above and beyond the formal requirements of their roles, 
and display behavior that is known as organizational 
citizenship behavior (OCB) [3,4]. In the literature on 
organizations, this behavior refers to extra-role behavior 
that goes beyond the worker's duty, and is not formally 
recognized by the organization’s rewards system but 
contributes to the effectiveness of the organization [5,6]. 
The school, like other organizations, stands to benefit 
from the contributions of teachers who display high 
organizational citizenship behavior. For example, it has 
been shown that schools with a high rate of teacher OCB 
have a higher level of student achievement and a more 
pleasant school climate [3,4]. 

OCB has been extensively researched in the past three 
decades among employees in different fields because of its 
contribution to the success of organizations. However, 

only a few studies have examined OCB among teachers, 
despite its positive impact on the effectiveness of schools 
[3,7]. Previous studies have found that attitudes influence 
the performance of OCB. Therefore, it is recommended to 
continue to investigate the phenomenon so as to reveal 
additional factors that have an influence on OCB [8,9]. 

The primary objective of the present study is to 
examine the concept of OCB in an educational setting in 
order to gain a better understanding of OCB. Specifically, 
this study examines the relationship between OCB and 
teacher attitudes, such as the teacher's commitment to the 
school (affective commitment and value congruence 
commitment), perceived organizational support (POS), 
and job satisfaction. Schools can derive considerable 
benefit from better understanding this behavior and its 
causes, so as to encourage a higher level of organizational 
citizenship behavior among teachers and increase school 
effectiveness [10].  

2. Conceptual Framework and Research 
Hypotheses  

2.1. OCB: Background and Definitions  
The phenomenon of organizational citizenship behavior 

was first defined in the 1980s [11,12], and since then it 
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has been the focus of considerable interest among 
different researchers. This concept represents an 
individual’s actions that are neither officially part of the 
worker's role nor formally recognized by the 
organization’s reward system, but they nevertheless 
promote organizational effectiveness [5,13]. 

Researchers explain that successful organizations need 
employees who go beyond their formal job responsibilities 
and freely give of their time and energy to succeed at the 
task at hand. Such altruism is not required by the job; yet 
it not only contributes to but is even critical for the smooth 
functioning of the organization and its effectiveness [14]. 
Previous research has shown that OCB significantly 
contributes to the functioning and success of a school. 
This behavior, which is not defined in the teachers’ formal 
work agreements, can be directed to different factors in 
the school. OCB includes, for example, the help for 
students after school hours, adjustment of the learning to 
different levels of students, volunteering to prepare 
materials for and participate in extracurricular activities, 
cooperative work with and help for other teachers, making 
suggestions to improve the school, and volunteering for 
different committees. These actions are related to the 
technical core of the organization and they enable the 
schools to survive over time, to alleviate tension, and to 
increase the school effectiveness However, there is little 
research focusing on teachers and OCB, and thus there is 
no clear picture of the phenomenon [15,16,17].  

Research has found that OCB is considered as a 
multidimensional concept, although there is no consensus 
regarding how many different dimensions there are and 
which they are [18,19]. The present study examines 
teachers’ OCB according to the following three 
dimensions found by recent research conducted in Israeli 
schools [16,20,21]: (1) behavior directed to the students, 
such as teachers' supporting students who have difficulties 
after school; (2) behavior directed to other teachers, such 
as teachers helping new teachers; and (3) behavior 
directed to the school as an organization, such as teachers 
offering ideas for improving the school's image. 

2.2. Relationship between Attitudes and OCB 
Previous studies have found a relationship between 

worker attitudes and OCB [20,22]. Social exchange theory 
is used to explain how such attitudes influence OCB. 
According to this theory [23] which is based on the norm 
of reciprocity [24], there is a system of social exchange 
between the worker and the organization that results in 
OCB as one of its positive outcomes. Workers exhibit this 
behavior as a reward for the organization and certain 
people therein, in return for their support and assistance 
[13,25]. In other words, when the worker develops a 
positive attitude toward his work, he feels committed to 
‘pay’ the organization back and will have more motivation 
in terms of OCB.  

The present study focuses on three main variables of 
attitudes related to worker OCB that have been examined 
very little, if at all, among teachers: commitment to the 
organization, perceived organizational support, and job 
satisfaction. 

2.3. Organizational Commitment and OCB 

Organizational commitment is defined as the 
individual’s loyalty to or relationship with the 
organization that employs him [26]. Previous research has 
found that organizational commitment is a multifaceted 
concept. Every form of commitment leads to different 
organizational outcomes [27]. 

The present study examines two forms of 
organizational commitment. Affective commitment, or 
loyalty, is an emotional response of attachment to and 
identification with the organization, which can be 
expressed in the worker’s sense of belonging to the 
organization. The commitment creates an emotional 
attachment to the organization so that the individual who 
is strongly committed identifies with the organization, is 
involved in it, and enjoys the society therein [27]. Value 
congruence commitment refers to the worker's 
internalization or involvement with the organization, 
based on congruence between individual and 
organizational values [28]. 

Commitment develops on the basis of psychologically 
rewarding experiences [29]. Through the process of social 
exchange, as a result of the worker's positive experiences 
at work (whether due to his enjoyment or to his 
identification with the organization’s values), he feels a 
commitment to his work. As a result, there is an increase 
in the worker’s motivation and desire to contribute and do 
more than is expected of him, to promote the success and 
goals of the organization [30]. 

Previous research that found a positive correlation 
between commitment to the organization and teacher OCB 
did not investigate the specific dimensions of commitment 
addressed in the present study [8,31]. 

In the present research it is assumed that a high level of 
each one of the dimensions of commitment to the 
organization will lead to a high OCB in its different 
dimensions. 

Hypothesis 1: A positive correlation will be found 
between affective commitment and OCB to the teachers, 
the organization, and the student.  

Hypothesis 2: A positive correlation will be found 
between value congruence commitment and OCB to the 
teachers, the organization, and the student. 

2.4. Perceived Organizational Support (POS) 
and OCB 

Organizational support refers to any action adopted by 
the organization or its representatives that indicates 
concern for the workers’ welfare. POS is the worker’s 
general perception of the way in which the organization 
appreciates his contribution, is committed to him, and sees 
to his wellbeing; for example, the worker feels that the 
organization will be on his side in the case of personal 
problems [23]. Researchers [32] explain according to 
social exchange theories that when workers feel a high 
degree of support by the organization, they will feel a 
commitment to reward the organization with their loyalty 
and positive behaviors. Previous studies showed that POS 
was related to the performance of positive behaviors in the 
organization and to OCB [23]. 

From a review of the literature it appears that this 
variable has not been examined among teachers. The 
present study assumes that a positive correlation will be 
found between the teachers' OCB in its different 
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dimensions and teachers who perceive the school as a 
supportive place. 

Hypothesis 3: A positive correlation will be found 
between the teacher's perception of organizational support 
(POS) and the OCB to the teacher’s organization and the 
student. 

2.5. Satisfaction in the Organization and OCB 
Satisfaction with the job, a variable that has been 

extensively studied, was found to be related to OCB 
performances in different organizations [19,31]. The 
concept of job satisfaction is based on Needs Theory, 
according to which the fulfillment of the individual’s basic 
needs can contribute to satisfaction [33]. In other words, 
when a person is more satisfied at work, he is interested in 
retaining and strengthening his position. Therefore, his 
motivation to act with OCB is higher. An additional 
explanation for the connection between the variables is 
taken from Satisfaction Theory [34], which is based on the 
assumption that satisfaction is the result of the rewards 
which the individual perceives as positive. When the 
worker feels that he is receiving these rewards, he is 
satisfied and willing to do beyond his formal duties in the 
organization. 

The present study adds to the little research that has 
been conducted on job satisfaction in schools [21,35] and 
assumes that teachers with considerable satisfaction in 
school will behave with more OCB to the different parties 
in the school. 

Hypothesis 4: A positive correlation will be found 
between job satisfaction and OCB to the teachers, the 
organization, and the student.  

3. Method 

3.1. Sample and Procedure  
The research sample included 314 teachers from sixteen 

public elementary schools in the center of Israel. As the 
majority of Israeli elementary school teachers are female, 
the participants in the study were mostly women (95%), 
who had tenure in the educational system (84%) and who 
taught full-time (80%). The overall number of years of 
teaching experience ranged from 0 to 42 years, with a 
mean of about 15 years. Most of the participants (80%) 
had an undergraduate degree (63%) or a graduate degree 
(15%), while 22% had only a seminary education. 
Background data about the school were collected at a 
meeting with the school principals. A meeting with the 
teachers in each school was held to explain to them about 
their participation in the study and to describe the research 
goals to them in general terms. The teachers then filled out 
questionnaires, which were collected immediately 
afterwards. Thus the completion rate of the questionnaires 
was close to 100%. 

3.2. OCB Questionnaire 
To measure teacher OCB, the scale developed by 

Somech and Drach-Zahavy to examine OCB in Israeli 
schools [21] was used. The questionnaire consists of 23 
statements which address the three dimensions of OCB. It 
includes eight items on OCB to the students, for example, 

“I stay in class during breaks in order to listen to my 
students,” eight items on OCB to the school, for example, 
“I tend to spend my time in the care for and decoration of 
the school,” and seven items on OCB to the teachers, for 
example, “I tend to help new teachers even when this is 
not part of my role definition." A five point Likert-type 
scale ranging from 1=totally disagree to 5=totally agree 
was used. The internal validity of the questionnaire was 
measured by the factor analysis which converged to a 
result very similar to that of the literature and indicated 
three dimensions of OCB. The reliability level was 
excellent and even higher than in the literature: OCB to 
students – α=0.802, OCB to teaching staff – α=0.84, and 
OCB to school – α=0.94. 

3.3. Commitment to the Organization 
Questionnaire 

To measure affective commitment to the organization, 
the eight item scale of Allen and Meyer was used [27]. 
This questionnaire includes 8 items that examine the 
worker's affective attachment to the organization, his 
identification with and his involvement in it. In this study, 
the word ‘organization’ was changed to the word ‘school.’ 
For example, ‘I would be very happy to spend the rest of 
my career with this school’. A 5 point Likert-type scale 
ranging from 1=totally disagree to 5=totally agree was 
used to measure this attitude. 

To measure the value congruence commitment of the 
teacher, the five item scale of O'Reilly and Chatman [28] 
was used. Their questionnaire examines the internalization 
or involvement of the teacher predicated on the 
congruence between the individual and organizational 
values. In this study, the word ‘organization’ was changed 
to ‘school.’ For example, ‘Since joining this school, my 
personal values and the school's values have become more 
similar’. A 5 point Likert-type scale ranging from 
1=totally disagree to 5=totally agree was used. 

The internal validity of the questionnaire was measured 
by a factor analysis with Varimax rotation that showed 
that the two factors are identical to those of the literature 
in only three iterations, when 59% of the explained 
variance was obtained. The factor of affective 
commitment explains 31% of the variance, while the 
factor of value congruence commitment explains 29% of 
the variance. The load of the items on each one of the 
factors was about 0.40. The reliability was α=0.86 for 
affective commitment and α=0.89 for value congruence 
commitment.  

3.4. Survey of Perceived Organizational 
Support (SPOS) 

The variable of POS was examined using the shortened 
version of the survey of POS composed by Eisenberger, 
Cumming, Armeli, and Lynch [36]. It consists of an eight 
item scale to evaluate the degree to which workers 
perceive the organization as appreciating their 
contribution and seeing their welfare. In this study, the 
word ‘organization’ was changed to ‘school.’ For example, 
‘My school really cares about my well-being’. A 5 point 
Likert-type scale ranging from 1=totally disagree to 
5=totally agree was used. The internal validity of the 
questionnaire was measured by a factor analysis with 



1178 American Journal of Educational Research  

 

Varimax rotation that showed that all eight items of the 
questionnaire converged into only one factor while 
explaining 60.2% of the explained variance. The load of 
all the items on the factor was above 0.67, and the 
reliability was α=0.90. 

3.5. Teacher Job Satisfaction Questionnaire 
The variable of job satisfaction was examined using the 

eight item scale of Gaziel, Borgler, and Nir [37]. The 
respondents were asked to note the degree to which they 
are satisfied with each item, for example, “The social 
relations with the people I work with.”  

A 5 point Likert-type scale ranging from 1=very not 
satisfied to 5=very satisfied was used. The internal 
validity of the questionnaire was measured by a factor 
analysis with Varimax rotation that showed that all eight 
items converged into only one factor, while explaining 
61% of the explained variance. The load of all the items 
on the factor was above 0.69 and the reliability was 
α=0.90.  

It should be noted that the demographic variables of the 
school and the teachers were controlled in the order of the 
different calculations. 

4. Results 
The means and standard deviations of the variables of 

attitudes and OCB are presented in Table 1. The internal 
correlations among the variables of the attitudes (Table 2) 
and among the variables of organizational citizenship 
behavior (Table 3) were examined using Pearson 
correlations. 

Table 1. Means and Standard Deviations of Teacher Attitudes and 
Teacher OCB in the Entire Sample 

 N MIN MAX M SD 
Affective Commitment 313 1.75 5.00 3.87 76.  

Value Congruence Commitment 311 1.30 5.00 3.53 90.  
Perceived Organizational Support 313 1.50 5.00 3.86 70.  

Job Satisfaction 310 2.25 5.00 4.18 63.  
OCB Teachers 314 1.00 5.00 4.01 72.  
OCB Students 314 1.38 5.00 2.99 72.  

OCB Organization 314 1.25 5.00 3.53 99.  
As Table 1 shows, the range of scores of teacher 

attitudes and teacher OCB is very broad (with the 
exception of the variable of satisfaction, for which the 
range is narrower). The means of the variables indicate 
high attitudes (attitudes that range from 3.53 to 4.18) and 
moderate OCB (2.99 to the students) and high OCB (3.53 
to the organization).  

The differences between the two dimensions of 
commitment (affective commitment and value congruence 
commitment) and the three dimensions of OCB were 
examined using t tests for dependent samples. The 
findings show that there is a significant difference 
between the two dimensions of commitment (t (1, 310) 
=8.97, p<.001), when the means indicate that affective 
commitment is significantly higher than value congruence 
commitment (3.87 and 3.53, respectively). Significant 
differences were found in the dimensions of OCB, in the 
following order: OCB towards teachers was the highest 
(M=4.01) and was different significantly from OCB to the 
organization (t (1, 313) =12.79, p<.001) and from OCB to 
students (t (1,313) =28.86, p<.001). The second dimension 
is OCB to the organization (M=3.53), which was 
significantly different from OCB to the students, which 
was found to be the lowest (M=2.99) (t (1,313) =13.90, 
p<.001).  

Table 2. Pearson Correlations for the Examination of the Internal Correlations among the Four Attitudes Indices 
 Affective Commitment Value Congruence Commitment Perceived Organizational Support Satisfaction 

Affective Commitment -    
Value Congruence Commitment .67*** -   
Perceived Organization Support .71*** .67*** -  

Job Satisfaction .65*** .62*** .67*** - 
 ***p<.001 

Table 3. Pearson Correlations for Examination of the Internal 
Correlations among the Three OCB Indices 

 OCB 
Teachers 

OCB 
Students 

OCB 
Organization 

OCB Teachers -   

OCB Students .63*** -  
OCB 

Organization .75*** .72*** - 

***p<.001 
As can be seen in Table 2, significant positive 

correlations were found between the four variables of 
attitudes. These correlations indicate that, in general, 

teachers who expressed high affective commitment also 
expressed high value congruence commitment, high 
perceived organizational support, and high satisfaction. 
Teachers who expressed lower attitudes tended to do so in 
all four indices.  

As can be seen in Table 3, an examination of the 
correlations among the indices of the OCB indicates 
significant positive correlations among the indices 
themselves. According to these correlations, a teacher who 
reported high OCB did so in all three of the dimensions 
together. Alternatively, a teacher who reported low OCB 
tended to do so in all three indices. 

Table 4. Pearson Correlations between Teacher Attitudes and Teacher OCB 
  

 OCB Indices 
 Teachers Students Organization 

Affective Commitment **62.  **51.  **66.  
Value Congruence Commitment **68.  **65.  **68  

Perceived Organizational Support **50.  **49.  **52.  
Job Satisfaction **54  **47.  **59.  

*p<.01 **p<.001  
As can be seen in Table 4, there are strong positive 

correlations between teacher attitudes and teacher OCB. 
These significant correlations, indicate that teachers who 
have high attitudes, namely a high level of commitment to 
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the organization, who have high POS, and who have a 
high level of satisfaction also expressed high OCB to the 
students, the teachers, and the organization. The reverse 
was also true. It should be noted that although all the 
correlations were strong and significant, the correlation 
between teacher attitudes and the OCB to students is 
lower than the correlations between teacher attitudes and 
the OCB to teachers and to the organization. Thus, for 
instance, while the correlations between the teachers’ 
affective commitment and the OCB to teachers and to the 
organization are r=.66 and r=.62, the correlation between 
the teachers’ attitudes and the OCB to students is r=.51. 

A multiple regression analysis was performed to 
measure the incremental contribution of each of the four 
attitudes to the three OCB dimensions. Table 5 presents 
these results. 

Table 5. Linear Multiple Regression for the Prediction of the OCB 
Indices by the Attitudes Variables 

OCB Indices 
 Teachers 

Beta 
Students 

Beta 
Organization 

Beta 
Affective Commitment 31*** .10 .35*** 

Value Congruence 
Commitment .49*** .52*** .43*** 

Perceived 
Organizational Support .14* .08 .15* 

Job Satisfaction .13* .02 .20*** 
F(p) 85.12*** 57.85*** 97.96*** 
R2 53% 43% 56% 

*p<.05 **p<.01 *** p<.001 
From the above table it is clear that Value Congruence 

Commitment has the highest contribution to all three 
dimensions of OCB. For OCB to teachers and to the 
organization, Affective Commitment, Perceived 
Organizational Support and Job Satisfaction have been 
found to contribute significantly. However as opposed to 
these two dimensions of OCB, the OCB to students 
significantly related only to Value Congruence 
Commitment. The other three attitude variables were not 
found to be significantly related to OCB to students. 

5. Discussion 
The first part of the discussion will focus on the 

findings on OCB as a multidimensional concept, while the 
second part will focus on the findings related to the four 
variables of teacher attitudes and their correlations with 
OCB. In this study, OCB was found to be a 
multidimensional variable, as was the case in previous 
studies of organizations and schools [for instance, [19,38]]. 
It is comprised of three dimensions identical to those 
reported in earlier studies conducted on teachers in Israel 
[16,20,21]: teacher, student and organization. The results 
show that OCB to teachers is the highest, then OCB to the 
school, and OCB to the students is the lowest. Although it 
could be expected that teachers would invest most of their 
time in promoting their students, the results can be 
explained in two ways. First, according to the social 
exchange theory, workers will display OCB as a reward to 
the organization and its management in return for the 
support and help they receive from the organization [39]. 
It is possible that teachers, like other workers, prefer to do 
volunteer activities in school, since these are more visible 
and directed at people who can reward them. A teacher 

who displays  OCB to the school or to colleagues (for 
instance, helping the principal/teachers) believes he has a 
greater chance of being seen and rewarded. In contrast, 
OCB to the students is not only less public but is also 
directed at a young population that cannot offer them any 
reward.  

Another way to explain the high level of OCB to 
teachers and the organization is to consider the changes in 
the educational system that have led to a broader 
perspective of the teaching profession [40]. Unlike in the 
past, when the teacher’s role was limited to teaching in 
class, today the teacher belongs to a community of 
teachers and to an organization, works in collaboration 
and has many organizational roles besides teaching. 
Teachers understand that these additional areas are an 
integral part of their job and participate in them above and 
beyond their duty. The teachers maintain that their 
contribution to school and to their colleagues is very 
meaningful today, and therefore they prefer to show these 
dimensions of OCB. 

As for the relationship between teacher attitudes and 
OCB, the study found a strong relationship between all the 
teacher attitudes and OCB in general, as predicted by the 
four hypotheses. These results are similar to previous 
studies among teachers, which found OCB to be 
influenced by some of the attitude variables: job 
satisfaction and commitment of teachers to the 
organization [8,16,38]. The study also found a significant 
correlation between POS and the OCB of teachers, a 
correlation that was hardly examined in the past. The more 
the teachers felt their school supported them, the higher 
their OCB was. Research [42] has found that workers 
perceive the organization and their superiors as one unit, 
and as such, the school principal is the one who is 
responsible for creating a supportive atmosphere that can 
encourage and increase the OCB of his teaching staff.  

Of all the attitude variables, the strongest impact on the 
teachers’ behavior is the commitment that derives from 
the congruence between the teacher’s values and school's 
values. In contrast, the influence of job satisfaction is 
weaker. This finding is interesting in light of previous 
studies that noted that job satisfaction is the most 
meaningful variable that leads to workers’ OCB [12]. The 
present results illustrate the difference between  the 
teaching profession and other sectors [43]. Teaching is 
considered a ‘moral’ and ‘ideological’ profession that 
incorporates values and ideals; people who choose 
teaching are motivated by a sense of mission and a moral 
commitment to society. Therefore, it is likely that for 
teachers, the sense of congruence between their values and 
the values of the schools most significantly influences 
their OCB. This specific type of commitment to the 
organization was not examined in previous studies 
conducted on teachers.  

As was noted, the correlation between the teachers’ 
attitudes and their OCB to the students is not as strong as 
the correlation between teachers’ attitudes and their OCB 
to the teachers and to the organization. Similarly, the 
regression analysis found that three out of the four attitude 
variables that were studied did not influence the OCB to 
students. In other words, the study shows that teachers’ 
attitudes have a greater influence on their OCB to the 
school and its teachers than on their OCB to their students. 
The teacher's behavior to the student is less influenced by 
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his attitudes, and is quite stable. This result could be 
explained by the teachers' perception of their role as one 
of mainly promoting and assisting their students [43]. 
Their behavior to the students is not influenced by their 
positive or negative attitudes to the school. 

6. Conclusions 
This study provides a better understanding of the 

concept of OCB among teachers, its dimensions, and the 
attitudes that influence it. The insights from the study lead 
to recommendations for principals and shapers of 
educational policy as well as to suggestions for future 
research.  

First, this study found that teacher OCB includes three 
different dimensions, each of which is influenced by 
different variables. It is recommended to continue 
studying OCB according to its different dimensions.  

The research found that teachers display a lower level 
of OCB to students. This finding is of concern, and it is 
recommended to encourage teachers to increase these 
behaviors to students, who are the main focus of teaching. 
This could be done if the school encouraged and gave 
positive feedback to teachers who showed OCB to 
students, Principals who would specifically praise teachers 
with a high level of OCB to students could motivate 
teachers to continue these behaviors and others to adopt 
them.  

The study shows that teacher attitudes have an 
influence on most dimensions of OCB. One implication of 
this result is that in order to increase OCB in schools, it is 
necessary for teachers to develop positive attitudes. 
Principals should be aware of the fact that OCB is 
primarily undertaken by teachers because of reciprocity 
norms. When principals display sensitivity to teachers and 
show support, understanding, and empathy for their needs, 
they are likely to influence teacher' attitudes, which will 
cause teachers to respond with reciprocity and thus may 
increase their expressions of OCB.  

The results also show that the teacher's commitment to 
the organization, deriving from the congruence between 
the teacher’s values and the school’s values, was the most 
significant variable and the only one that influenced all 
dimensions of OCB. To encourage the teachers' sense of 
commitment, it is recommended that the principal have 
discussions with them about their values and those of the 
school and develop a common educational vision that the 
teachers can identify with. This way, schools can benefit 
from an increase in teachers' OCB. 

It should be noted that this study has several limitations. 
First, there are limitations of the instruments. The 
information regarding the teachers’ expressions of 
behavior and attitudes was based on questionnaires for 
self-completion. It is possible that data collected in this 
way are subject to errors that derive from self-bias, from 
the respondent’s lack of objectivity. Future research can 
combine additional methods for the collection of data on 
the teachers’ OCB. The second limitation pertains to the 
generalizability of the findings. The research was 
performed in elementary schools in the center of Israel. 
Similar studies should be done in other educational 
organizations such as high schools, public and private 
educational institutions, teacher education colleges and 

universities [43]. In addition, it is recommended to 
perform a follow up study in other countries and sectors 
[45]. Finally, the research addresses a limited number of 
variables that may be related to teacher OCB. Future 
studies could focus on more variables related to the 
teacher, the principal, and the school [46]. The discovery 
of additional variables will shed further light on the 
understanding of OCB, which is a significant variable, and 
on ways to increase it among teachers. 
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