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The study aims to explore not only the impact of the organizational 
environment on the organizational citizenship behavior of 568 university 
teachers in Hebei Province, China, through a questionnaire survey, but also to 
examine differences in the organizational environment based on years of 
teaching experience, and variations in organizational citizenship behavior 
according to different job positions. The research results indicate significant 
differences in the organizational environment related to years of teaching 
experience, as well as differences in organizational citizenship behavior based 
on job positions. The findings demonstrate that the university's 
organizational environment positively influences teachers' organizational 
citizenship behavior. In essence, a better organizational environment leads to 
improved organizational citizenship behavior among teachers. 

INTRODUCTION   

In recent years, with the continuous advancement of educational reform, the higher education system 
has placed increasing demands on university teachers, requiring them to dedicate significant time 
and effort to teaching, research, and management (Akosile, 2022). In this complex and rapidly 
evolving environment, traditional human resource management methods are gradually losing their 
effectiveness (Malik et al., 2023). Hebei Province, an important region in North China, has historically 
lagged behind other areas in the development of higher education. Higher education institutions in 
Hebei face certain competitive disadvantages compared to regions with more developed higher 
education sectors, such as Beijing, Shanghai, Jiangsu, and Hubei (Liang et al., 2021). As Hebei 
gradually emerges as a key player in Chinese higher education, it also encounters various problems 
and challenges, including a limited ability to cultivate top innovative talent, a disconnect between the 
skills offered by universities and the needs of industrial development, unstable and insufficient 
conditions for the sustainable development of higher education, and employment pressures on 
university graduates (Borsi et al., 2022; Zhao, 2022). With ongoing higher education reforms, 
competition among universities is intensifying, placing substantial work demands and 
unprecedented pressure on university teachers (Peng, 2023; Xu, 2023). 

Organizational citizenship behaviors (OCB) are defined as discretionary individual actions that are 
not directly or explicitly recognized by the formal reward system but collectively enhance the 
effective functioning of the organization. These behaviors are assessed in terms of interpersonal 
altruism and organized public welfare activities (Organ, 1988). Owens (2004) argued that the 
behaviors of organizational members are not only shaped by immediate events but are also 
influenced by the intangible forces within the organizational environment itself. As key agents of 
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professional development, teachers’ behaviors are not determined solely by their subjective 
intentions, personal experiences, or professional competencies. As individuals operating within a 
specific environment, teachers' development is also constrained by their living conditions (Barni, 
2019). Teachers' OCB not only contributes positively to their own career advancement and 
development but also has a beneficial impact on their teaching performance, research output, and 
social service contributions (Organ, 2018; Sidorenkov et al., 2023). 
OCB is an important indicator used to explain the relationship between employees and their 
organization. This interaction can influence employees' work-related attitudes and behaviors (Van 
Dyne et al., 1998). Primarily, OCB research focuses on the influence of leaders on subordinates 
(Wulandari & Mila, 2023), while studies on organizational support and trust (Din et al., 2023; 
Kavgacı, 2023; Ricardo et al., 2024) often overlook the impact of the organizational environment in 
higher education institutions in relation to OCB. Universities may present an imperfect 
organizational environment, and as a result, OCB might lead to psychological stress for teachers 
facing excessive workloads, negatively affecting their well-being and contributing to work-family 
conflicts (Hossain et al., 2021). 
In the university environment, individuals may choose or adapt to the organizational environment 
based on their interests, skills, values, and other characteristics (Arieli, 2020). The organizational 
environment in universities also incorporates aspects such as culture, policies, and leadership style. 
However, from the perspective of a person-environment fit, if the organizational environment of the 
university aligns with the teachers' values and needs, teachers are more likely to adapt and integrate 
into the organization. Just as dominant individuals seek leadership positions, individuals tend to seek 
or create distinct environments where they can showcase their characteristics (Young et al., 2007).  

Unsurprisingly, individuals tend to be more active and content in environments that align with their 
skills, interests, values, and other personal traits (Muchinsky, 1987; Kandler, 2022). A better person-
environment fit leads to higher satisfaction, performance, and productivity, while also reducing 
stress levels and turnover intentions. The degree to which an individual's background, skills, and 
interests match their role, and whether the organizational structure supports these roles, directly 
impacts their performance and satisfaction within the university environment (Abdulmuhsin, 2021). 
Essentially, the extent to which teachers identify with the organization’s values, and whether their 
roles align with their personal values and skills, may influence their engagement in OCB (Gee, 2023). 
Therefore, this study aims to explore the impact of the organizational environment of universities on 
teachers' OCB. 

LITERATURE REVIEW 

Theoretical Framework 

This study uses the theory of person-environment fit to explore the process of teachers' 
organizational citizenship behavior (OCB). A key aspect of this theory is determining what 
constitutes a suitable environment (Judge et al., 1992). Person-environment fit refers to the 
compatibility or congruence between individuals and their environment (Dawis, 1992; Edwards et 
al., 1998; Muchinsky et al., 1987). It includes various forms, such as matching individuals' needs with 
environmental rewards (Dawis et al., 1984), aligning individuals' abilities with environmental 
demands (Shirom, 1982), and similarity between individuals and their social environment (Chatman, 
1989; Holland, 1997; Meglino et al., 1989; Schneider, 1987). 

The theory is grounded in interactional psychology, which emphasizes the role of the interaction 
between personal and environmental factors in shaping behavior (Deschênes, 2023). In an 
organizational context, person-environment fit refers to the alignment between an individual's 
needs, values, goals, abilities, and personality with the demands and culture of the organization 
(Kristof-Brown et al., 2005; Vleugels, 2023). This fit is an evolving process that influences cognition 
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and behavior (Bandura, 1989), making it a widely used framework across various disciplines 
(Vleugels, 2023). 

Organizational Environment 

The organizational environment includes both the internal and external factors that influence 
organizational members' behavior and outcomes. Farooqi (2014) defines it as a combination of 
internal factors like the organizational climate and external aspects such as professional 
development, teamwork, rewards, and coordination. When the environment meets employees' 
needs, it enhances motivation and engagement, which can lead to higher levels of innovation and OCB 
(Rauvola, 2020). 

In higher education institutions, external factors include national policies, development 
opportunities, and societal recognition, while internal factors involve organizational relationships, 
cohesion, and the physical, psychological, and cultural aspects of the institution (Aktaş & Kıyak, 
2011). This study defines the organizational environment as a combination of internal factors like 
organizational climate, professional development, teamwork, guidance, and rewards (Farooqi, 
2014). 

Organizational Citizenship Behavior 

The concept of OCB was first introduced by Katz (1964) and distinguishes between internal-role 
behaviors, which are job-required, and external-role behaviors, which are voluntary actions that go 
beyond formal job duties (Organ, 1988). OCB, being voluntary, enhances organizational efficiency 
and effectiveness (Diefendorff et al., 2003; Smith et al., 1983). 

External-role behaviors are further categorized into OCB directed at individuals (OCB-I), which 
includes altruism and courtesy, and OCB directed at the organization (OCB-O), which includes civic 
virtue, conscientiousness, and sportsmanship. OCB, though discretionary, plays a vital role in 
increasing productivity, morale, and cooperation (Abbasi & Wan, 2023). In this study, OCB is defined 
as voluntary behaviors that contribute to the effective functioning of the organization, evaluated 
through interpersonal altruistic and organizational civic behavior (Organ, 1988). 

Differences in Organizational Environment and OCB Based on Demographics 

Teaching experience affects how teachers perceive and adapt to the organizational environment. 
Wong et al. (2022) suggest that experienced teachers are better at navigating the authority, status, 
and social networks of their institution, indicating that experience influences adaptation. Studies 
have shown that veteran teachers score higher on distributed leadership and academic optimism 
compared to newer teachers (Thien et al., 2020), and older teachers perceive higher organizational 
commitment and justice (Mailool et al., 2020; Lin & Shin, 2021). Based on these findings, this study 
hypothesizes: 
Hypothesis 1: There are significant differences in the organizational environment among university 
teachers with varying years of experience in Hebei. 

Job position also influences OCB. Hsieh et al. (2024) found that subject teachers exhibit different 
levels of OCB compared to head teachers. Similarly, Samancioglu et al. (2020) and Topchyan & 
Woehler (2021) found that full-time teachers show higher OCB than part-time teachers. Zhao et al. 
(2020) also noted differences in OCB based on job positions in higher education. Thus, this study 
hypothesizes: 
Hypothesis 2: There are significant differences in OCB among university teachers in different job 
positions. 
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Relationship Between Organizational Environment and Teachers' OCB 
University teachers' OCB is shaped by their organizational environment, including factors like 
academic culture, commitment, and socialization (Ayşe & Oya, 2016; Stan, 2014). Research has 
shown that a supportive academic environment positively influences OCB (Mark & Zaiton, 2016; 
Stan, 2014). Additionally, Eckar et al. (2021) found that work environment characteristics, job stress, 
emotional commitment, and organizational factors impact OCB among university counselors. Based 
on these findings, this study proposes: 
Hypothesis 3: The organizational environment has a significant positive impact on teachers' OCB in 
universities. 

METHODOLOGY 

Participants 

The participants in the study are employed as university teachers in Hebei Province, China. The 
snowball sampling method was applied for selecting participants. Electronic questionnaires were 
distributed to those who were willing to participate in this study. A total of 680 formal questionnaires 
were distributed and 631 questionnaires were recovered. After excluding invalid questionnaires, a 
total of 568 valid questionnaires were obtained, with an effective recovery rate of 83.53%. Data 
regarding the teaching years and job positions was collected using the questionnaire, as shown in 
Table 1. 
 

Table 1 The Demographic Characteristics of The Study Participants (N=568) 

Variable Level Number (Person) Percent (%) 

Years of Teaching 
Experience 

5 years and below 272 47.90 
5-10 years 249 43.80 

10-15 years 24 4.20 
More than 15 years 23 4.00 

Job Position 
Administrative staff 314 55.30 

Full-time teacher 254 44.70 
Note: The table was based on the data collected. 
 
Research instruments 
This study utilized two scales to collect data: a) the Organizational Environment Scale (Farooqi, 
2014) and b) the Teacher Organizational Citizenship Behavior Scale (Williams & Anderson, 1991). 
Both scales were adapted to align with Chinese school culture. Initially, experts proficient in both 
English and Chinese translated the scales into Chinese. The translated versions were then reviewed 
by five scholars specializing in Chinese education. Finally, bilingual experts re-translated the scales 
into English and compared the two versions to ensure accuracy and consistency. 

Organizational environment scale 
The organizational environment scale for universities (Farooqi, 2014) consists of 36 items 
distributed across seven dimensions: internal environment, professional development, team work, 
guidance and support, facilitation, participation and coordination, and rewards and benefits. 
Examples of items include "the working environment in our department is very favorable" and "in 
my university, rewards are related to higher performance." All items are measured on a 5-point 
Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree). The reliability analysis of the 
scale for the university organizational environment showed the following Cronbach's Alpha values 
for each dimension: internal environment=.817, professional development=.780, team work=.816, 
guidance and support=.837, facilitation=.836, participation and coordination=.810, rewards and 
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benefits=.752. The overall Cronbach's Alpha value for the organizational environment scale was .956, 
indicating high reliability for the scale and its dimensions.  

The confirmatory factor analysis (CFA) was used to validate the organizational environment scale for 
universities. The standardized factor loadings for the seven dimensions ranged from .706 to .872, all 
of which are above the threshold value of .400, indicating good measurement of relationships (Hu & 
Bentler, 1999). The composite reliability (CR) values ranged from .843 to .903, all above the threshold 
value of .600 (Anderson & Gerbing, 1988). The average variance extracted (AVE) values ranged 
from .555 to .624, all above the threshold value of .400, thus indicating good convergent validity 
(Fornell & Larcker, 1981). The CFA results for the organizational environment scale for universities 
were as follows: χ2/df=1.164, SRMR=.030，RMSEA=.017, GFI=.940, AGFI=.930, NFI=.933, 

NNFI=.989, CFI=.990, RFI=.926, IFI=.990, PNFI=.849, PGFI=.900. All fit indices met the standard 
threshold values, indicating a good fit for the model of the organizational environment scale for 
universities. 
Organizational citizenship behavior scale 

This study utilized the OCB scale developed by Williams and Anderson (1991), which includes two 
factors: interpersonal altruistic behavior and organizational civic virtue behavior, comprising a total 
of 12 items. Examples of items include: "I willingly help colleagues who have been absent" and "I 
adhere to informal rules devised to maintain order at school." All items are measured on a 5-point 
Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree). The interpersonal altruistic 
behavior dimension consists of 7 items with a Cronbach’s Alpha coefficient of .880, while the 
organizational civic virtue behavior dimension consists of 5 items with a Cronbach’s Alpha coefficient 
of .770. These values indicate good internal consistency for the scale. 

The results of the CFA for the OCB scale showed standardized factor loadings ranging from .660 to 
.774, all above the threshold value of .400, indicating good measurement relationships (Hu & Bentler, 
1998). The CR values ranged from .845 to .890, all above the threshold value of .600, while AVE values 
ranged from .521 to .538, all above the threshold value of .400, indicating good convergent validity 
(Fornell & Larcker, 1981). The CFA results for the OCB scale in this study were as follows: χ2/df=.773, 
below the threshold value of 5 (Hair et al., 2009), SRMR=.018, below the threshold value of .080, 
RMSEA=.021, below the threshold value of .080, GFI=.988, AGFI=.983, NFI=.984, NNFI=.976, 
CFI=.952, RFI=.980, IFI=.952, PNFI=.790, PGFI=.671. All fit indices met the standard threshold values 
(McDonald & Ho, 2002), indicating a good fit for the model of OCB. 

In summary, the scales used in this study are well-established and capable of objectively and 
effectively measuring the current organizational environment and the state of teacher OCB in 
universities in Hebei Province, China. This lays a solid foundation for subsequent data analysis. 
 

RESULTS 
1) The current status of university organization environments and teachers' organizational 
citizenship behaviors in Hebei Province, China 
The descriptive statistical analysis using mean (M) and standard deviation (SD) revealed the 
following results for the university organizational environment and teacher organizational 
citizenship behavior in Hebei Province, China. The results showed that university organizational 
environment (M=2.766, SD=0.644), internal environment (M=2.817, SD=0.898), professional 
development (M=2.768, SD=0.799), team work(M=2.739, SD=0.737), guidance and support 
(M=2.770, SD=0.766), facilitation (M=2.761, SD=0.764), coordination and participation (M=2.762, 
SD=0.704), reward and benefit (M=2.074, SD=0.597), organizational citizenship behavior (M=2.530, 
SD=0.644), interpersonal altruistic behavior (M=2.760, SD=0.733), and organizational civic virtue 
behavior (M=2.761, SD=0.754). These results indicate that the scores for the university 
organizational environment and teacher organizational citizenship behavior, along with their 
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respective dimensions, mostly exceed the midpoint of 2.5. This suggests that the university 
organizational environment and teacher organizational citizenship behavior in universities in Hebei 
Province, China, are at a moderate level. 
2) Differences in different teaching years in the organizational environment and different job 
positions in teachers' organizational citizenship behavior 
A one-way analysis of variance (ANOVA) and post-hoc multiple comparison methods were used to 
compare the differences in the university organizational environment based on the number of years 
of teaching experience. The results showed significant differences in the university organizational 
environment across different levels of teaching experience (F=3.323, p=.020). Teachers with more 
than 15 years of teaching experience had significantly higher levels of university organizational 
environment compared to those with 5 years or less and those with 5-10 years of teaching 
experience. Thus, hypothesis 1 is supported, with the results presented in Table 2. 
 

Table 2 Differences in years of teaching experience in the university organizational 
environment 

Variable 
Year of 

teaching 
experience 

M SD F p 
Post-hoc 

comparison 

University 
organizational 
environment 

1 2.801 0.643 

3.323 0.020 

4>1 

2 2.692 0.631 4>2 

3 2.841 0.7 - 

4 3.079 0.633 - 

Note 1: 1=5 years and below；2=5-10 years；3=10-15 years；4=More than 15 years. 

Note 2: The table is based on the research. 

There are significant differences in the organizational citizenship behavior of university teachers in 
different job positions. Full-time teachers (M=2.601, SD=.640) demonstrate higher organizational 
citizenship behavior than administrative staff (M=2.474, SD=.643). Thus, hypothesis 2 is supported 
with the results shown in Table 3. 
 

Table 3 Differences in organizational citizenship behavior in different job positions 

Variable Job positions M SD t P 

Organizational 
citizenship 
behavior 

Administrative 
staff 

2.474 0.643 

-2.35 0.019 
Full-time 
teacher 

2.601 0.64 

Note: The table is based on the research. 
 
3) Path analysis of Structural Model 

This study employed AMOS software to construct a structural equation model (SEM) to examine the 
influence of an organizational environment on OCB among university teachers in Hebei Province, 
China. The SEM tested the overall effect of the organizational environment on OCB. The model fit 
indices were χ2/df=4.866, GFI=.960, AGFI=.910, RFI=.956, IFI=.980, NFI=.976, CFI=.980, TLI=.965, 
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SRMR=.042, PGFI=.527, RMSEA=.076. All these fit indices met the standard values, indicating that the 
model fit was good. 

In the model, the path coefficient from the organizational environment to OCB was .600, with p<.001, 
indicating that the path coefficient was significant. The results of the model analysis suggest that the 
organizational environment positively influences OCB. In other words, the higher the level of the 
organizational environment, the higher the level of OCB among university teachers in Hebei Province, 
China. Therefore, hypothesis 3 is supported. This is specifically illustrated in Figure 1. 

 

Note: OES=organizational environment scale, IE=internal environment, PD=professional 
development, TW=teamwork, GS=guidance and support, F=facilitation, PC=participation and 
coordination, RB=reward and benefit, OCB=organizational citizenship behavior, IAB=interpersonal 
altruistic behavior, OCVB=organizational civic virtue behavior. ***p<.001. 
According to the research results, the variable of teaching experience among university teachers in 
Hebei Province shows significant differences in the organizational environment, thus supporting 
hypothesis 1. This is consistent with the findings of Mohammad and Borkoski (2024), Wong et al. 
(2023), and Thien et al. (2020). Empirical data analysis reveals that teachers with more than 15 years 
of teaching experience (M=3.079) scored higher in the organizational environment than those with 
5 years or less (M=2.801) and those with 5-10 years of teaching experience (M=2.692). Teachers with 
longer teaching experience possess more extensive educational experience and management skills, 
allowing them to adapt to different situations in the university organizational environment. Whether 
facing teaching or management pressures, teachers have higher adaptability. Conversely, teachers 
with 5 years or less of teaching experience, who have recently entered the university setting, which 
differs from their previous work and living environments, face greater challenges in adaptation. 
Furthermore, teachers with 5-10 years of experience may develop a sense of dissatisfaction or 
maladaptation to the university organizational environment after a longer period of work. Combined 
with the critical career development stage they are in, personal expectations may influence their 
perception of the organizational environment, resulting in lower scores (Evans et al., 2017). 
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The results of this study also show significant differences in OCB based on the different job positions 
of university teachers in Hebei Province, China, supporting hypothesis 2. This is consistent with the 
findings of Chen and Guo (2020), Hsieh et al. (2024), and Kasa and Hassan (2015). The reason for 
these results may be that university administrative staff (M=2.474) have significantly lower OCB than 
full-time teachers (M=2.601). University administrative staff mainly engage in administrative 
management tasks, providing services to teachers and students. However, compared to full-time 
teachers, the work of administrative staff is more fixed and singular, while full-time teachers, whose 
primary responsibility is teaching, have a stronger sense of mission and responsibility. In addition to 
conducting professional courses, full-time teachers guide students' healthy growth, enhance their 
professional development, and cultivate positive psychological qualities, which results in higher 
levels of OCB (Chen & Guo, 2020). 

The empirical analysis results clearly demonstrate that the organizational environment in 
universities in Hebei Province, China, has a significant and positive impact on teachers' 
organizational citizenship behavior, thus confirming research hypothesis 3. This result is consistent 
with the findings of Eckar et al. (2021) and Idris et al. (2021), indicating that the higher the level of 
the organizational environment in universities in Hebei Province, the higher the level of teachers' 
OCB. According to person-environment fit theory, when an individual's internal characteristics align 
with the organizational environment, the organization provides a higher level of support, stimulating 
individual motivation and increasing work engagement (Alwi et al., 2021). In the organizational 
environment of universities in Hebei Province, the extent to which the organization meets teachers' 
needs and individual characteristics plays a pivotal role in influencing their behavior (Eckar et al., 
2021). As important institutions of higher education in China, universities differ significantly from 
enterprises. In universities, teachers are more likely to gain a sense of achievement and pride, while 
universities provide the necessary conditions and environment to help teachers better complete 
their teaching and research tasks (Idris et al., 2021). In this context, teachers would be more 
dedicated to their work, ensuring the quality and quantity of their teaching, and would adhere to the 
fundamental mission of education and talent cultivation, thereby enhancing their sense of personal 
achievement and pride through the development of outstanding talents. 

CONCLUSION 
This study primarily examines the impact of the relationship between the organizational 
environment of universities in Hebei Province and teachers' organizational citizenship behavior 
(OCB). Based on the research findings, the study analyzes and summarizes conclusions while 
providing practical recommendations for improving university teacher management. The 
relationship between teachers and universities is undeniably interdependent. Appropriate work 
facilities and resources provide essential support for educators, making teaching and administrative 
work more comfortable and efficient (Yang, 2020). To enhance teachers' OCB, universities should 
continuously refine their management systems, actively foster a positive cultural atmosphere, and 
work toward improving the available support infrastructure for teachers. 

Simultaneously, teachers should focus on adapting to the university environment through 
continuous self-reflection, addressing areas of deficiency in both work and personal life, and 
correcting any misconceptions or unproductive behaviors. Developing effective time management 
strategies is essential. Additionally, teachers should leverage family support and employ various 
stress-relief techniques to manage work-life balance, which in turn could improve their 
organizational citizenship behavior (Tamunomiebi, 2020). 

IMPLICATIONS 
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This study, based on person-environment fit theory, examines the university organizational 
environment as the independent variable and organizational citizenship behavior as the dependent 
variable, expanding the research on organizational citizenship behavior. It develops a comprehensive 
framework showing how the university environment impacts teachers' citizenship behavior, 
contributing to a more robust theoretical understanding. Additionally, the interdisciplinary nature of 
the study fosters collaboration across psychology, sociology, and management, offering new 
approaches for addressing complex social issues and enhancing the development of university 
teachers and higher education in China. 

LIMITATIONS AND RECOMMENDATIONS 
The primary focus of this study was university teachers in Hebei Province, China, with the aim of 
revealing the overall situation of university teachers in that area and involving teachers of different 
levels and types. However, only convenience sampling was used to target some universities in Hebei 
Province, and as such, a comprehensive sampling of all universities within the entire province was 
not achieved. Secondly, there are limitations in the research method. This study primarily employed 
a questionnaire survey by distributing questionnaires to university teachers in Hebei Province and 
using empirical analysis to verify the impact of the university organizational environment on 
teachers' organizational citizenship behavior. However, due to the objectivity and partiality of the 
questionnaire, the research results may be affected, explaining only the relationship between 
variables without revealing the formation and internal mechanisms of the influence relationship 
between those variables. In addition, for future research, exploring additional variables such as 
emotional intelligence, leadership styles, and teacher motivation might offer a more comprehensive 
understanding of the mechanisms influencing OCB in academic settings. 

REFERENCES 
Abbasi, A., & Wan Ismail, W. K. (2023). Linking organizational citizenship behavior and organizational 

trust towards reducing workplace deviance behavior in higher education. Cogent Social 
Sciences, 9(1), Article e2157538. https://doi.org/10.1080/23311886.2022.2157538 

Abdulmuhsin, A. A., Zaker, R. A., & Asad, M. M. (2021). How exploitative leadership influences on 
knowledge management processes: The moderating role of organizational citizenship 
behavior. International Journal of Organizational Analysis, 29(3), 529-561. 
https://doi.org/10.1108/IJOA-09-2020-2424 

Akosile, A. L., & Ekemen, M. A. (2022). The impact of core self-evaluations on job satisfaction and 
turnover intention among higher education academic staff: Mediating roles of intrinsic and 
extrinsic motivation. Behavioral Sciences, 12(7), 236. https://doi.org/10.3390/bs12070236 

Aktaş, E., Çiçek, I., & Kıyak, M. (2011). The effect of organizational culture on organizational efficiency: 
The moderating role of organizational environment and CEO values. Procedia-Social and 
Behavioral Sciences, 24, 1560-1573. https://doi.org/10.1016/j.sbspro.2011.09.092 

Alwi, M., Wiyono, B. B., Bafadal, I., & Imron, A. (2021). The Relationship between personality, attitude, 
and organizational citizenship behavior of senior high school teachers in Indonesia. 
International Journal of Instruction, 14(2), 345-368. 
https://files.eric.ed.gov/fulltext/EJ1291121.pdf 

Arieli, S., Sagiv, L., & Roccas, S. (2020). Values at work: The impact of personal values in organizations. 
Applied Psychology, 69(2), 230-275. https://doi.org/10.1111/apps.12181 

Ayşe, H. D. & Oya, E. (2016). An exploration of academic staff's organizational citizenship behavior 
and counterproductive work behavior in relation to demographic characteristics. Procedia-
Social and Behavioral Sciences, 235(24), 351-360. 
https://doi.org/10.1016/j.sbspro.2016.11.043 

Bandura, A. (1989). Human agency in social cognitive theory. American Psychologist, 44(9), 1175-
1184. https://doi.org/10.1037/0003-066X.44.9.1175 

https://doi.org/10.1080/23311886.2022.2157538
https://doi.org/10.1108/IJOA-09-2020-2424
https://doi.org/10.1016/j.sbspro.2011.09.092
https://doi.org/10.1111/apps.12181
https://doi.org/10.1016/j.sbspro.2016.11.043


Li et al.                                                                                                                                         Universities’ Organizational Environment  

5272 

Barni, D., Danioni, F., & Benevene, P. (2019). Teachers’ self-efficacy: The role of personal values and 
motivations for teaching. Frontiers in Psychology, 10, Article e465388. 
https://doi.org/10.3389/fpsyg.2019.01645 

Bateman, T. S., & Organ, D. W. (1983). Job satisfaction and the good soldier: The relationship between 
affect and employee “citizenship”. Academy of management Journal, 26(4), 587-595. 
https://doi.org/10.2307/255908 

Begum, S. & Sarker, M. A. H. (2014). The effect of work environment, promotion opportunities and 
benefits on OCB: An empirical study. Management Dynamics, 14(2), 41-51. 
https://doi.org/10.57198/2583-4932.1101 

Borsi, M. T., Mendoza, O. M. V., & Comim, F. (2022). Measuring the provincial supply of higher 
education institutions in China. China Economic Review, 71, Article e101724. 
https://doi.org/10.1016/j.chieco.2021.101724 

Chatman, J. A. (1989). Improving interactional organizational research: A model of person-
organization fit. Academy of Management Review, 14(3), 333-349. 
https://doi.org/10.5465/amr.1989.4279063 

Deschênes, A. A. (2023). Person-environment fit through the lens of human resource management 
professionals. Revue Internationale De Psychosociologie Et De Gestion Des Comportements 
Organisationnels, 1(76), 101-126. https://doi.org/10.3917/rips1.076.0101 

Diefendorff, J. M., Brown, D. J., Kamin, A. M., & Lord, R. G. (2002). Examining the roles of job 
involvement and work centrality in predicting organizational citizenship behaviors and job 
performance. Journal of organizational behavior, 23(1), 93-108. 
https://doi.org/10.1002/job.123 

Dierdorff, E. C., Rubin, R. S., & Ellington, J. K. (2021). Interpersonal skills, role cognitions, and OCB: 
Exploring mediating mechanisms and contextual constraints on role enactment. Journal of 
Vocational Behavior, 129, Article e103604. https://doi.org/10.1016/j.jvb.2021.103604 

Din, B. U., Sittar, K., & Munawar, S. (2023). Relationship between school administrators’ leadership 
styles and teachers’ organizational citizenship behaviors. Journal of Arts & Social Sciences, 
10(1), 176-183. https://doi.org/10.46662/jass.v10i1.339 

Donglong, Z., Taejun, C., Julie, A., & Sanghun, L. (2020). The structural relationship between 
organizational justice and organizational citizenship behavior in university faculty in China: 
the mediating effect of organizational commitment. Asia Pacific Education Review, 21, 167-
179. https://doi.org/10.1007/s12564-019-09617-w 

Duncan, R. B. (1972). Characteristics of organizational environments and perceived environmental 
uncertainty. Administrative Science Quarterly, 3(17), 313-327. 
https://doi.org/10.2307/2392145 

Eckart, E. C., Hermann, M. A., & Neale-McFall, C. (2021). Counselors’ experience of work and family 
roles during the COVID-19 pandemic. Journal of Mental Health Counseling, 43(4), 301-318. 
https://doi.org/10.17744/mehc.43.4.02 

Eckart, E. C., Hermann, M. A., & Neale-McFall, C. (2021). Counselors’ experience of work and family 
roles during the COVID-19 pandemic. Journal of Mental Health Counseling, 43(4), 301-318. 
https://doi.org/10.17744/mehc.43.4.02 

Edwards, J. R., Caplan, R. D., & Van Harrison, R. (1998). Person-environment fit theory. Theories of 
Organizational Stress, 28(1), 67-94. https://public.kenan-
flagler.unc.edu/faculty/edwardsj/edwardsetal1998.pdf 

Evans, N., Stevenson, R. B., Lasen, M., Ferreira, J. A., & Davis, J. (2017). Approaches to embedding 
sustainability in teacher education: A synthesis of the literature. Teaching and Teacher 
Education, 63(4),405-417. https://doi.org/10.1016/j.tate.2017.01.013 

Farooqi, M. T. K. & Akhtar, M. S. (2014). Development and validation of organizational environment 
scale for university teachers. Journal of Research & Reflections in Education, 8(1), 82-83. 



Li et al.                                                                                                                                         Universities’ Organizational Environment  

5273 

https://openurl.ebsco.com/EPDB%3Agcd%3A9%3A18958153/ detailv2?sid     
=ebsco%3Aplink%3Ascholar&id=ebsco%3Agcd%3A97285447&crl=c 

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable 
variables and measurement error. Journal of Marketing Research, 18(1), 39-50. 
https://doi.org/10.1177/002224378101800104 

Gee, M. N., & Johnson, S. K. (2023). Why do young people engage in some civic actions and not others? 
Exploring the roles of individual and collective civic efficacy. Journal of Community & Applied 
Social Psychology, 33(2), 356-373. https://www.mdpi.com/2071-1050/14/20/13322 

Hair, J. F. (2009). Multivariate data analysis. Pearson Prentice Hall. 
Holland, J. L. (1997). Making vocational choices: A theory of vocational personalities and work 

environments. Psychological Assessment Resources. https://psycnet.apa.org/record/1997-
08980-000 

Hossain, M. E., Mahmud, I., & Idrus, R. M. (2021). Modelling end users’ continuance intention to use 
information systems in academic settings: Expectation-confirmation and stress perspective. 
Interdisciplinary Journal of Information, Knowledge, and Management, 16, 371-395. 
https://doi.org/10.28945/4841 

Hu, L.-t., & Bentler, P. M. (1998). Fit indices in covariance structure modeling: Sensitivity to 
underparameterized model misspecification. Psychological Methods, 3(4), 424-453. 
https://doi.org/10.1037/1082-989X.3.4.424 

Idris, N. A. S., Budi, E. S., & Achmad, S. S. (2021). Predicting factors of organizational citizenship 
behavior in Indonesian nurses. Heliyon, 7(12), Article e08652. 
https://doi.org/10.1016/j.heliyon.2021.e08652 

Judge, T. A. & Bretz, R. D. (1992). Effects of work values on job choice decisions. Journal of Applied 
Psychology, 77(3), 261-271. https://doi.org/10.1037/0021-9010.77.3.261 

Kandler, C. & Rauthmann, J. F. (2022). Conceptualizing and studying characteristics, units, and fits of 
persons and environments: A coherent synthesis. European Journal of Personality, 36(3), 293-
318. https://doi.org/10.1177/08902070211048728 

Katz, D. (1964). The motivational basis of organizational behavior. Behavioral Science. 
https://doi.org/10.1002/bs.3830090206 

Kavgacı, H. (2023). Exploring the relationship among paternalistic leadership, teacher trust in 
principle, work engagement, and organizational citizenship behavior: A moderated 
mediation model. Journal of Pedagogical Research, 7(1), 273-289. 
https://doi.org/10.33902/JPR.202319638 

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of individuals'fit at 
work: A meta-analysis of person-job, person-organization, person-group, and person-
supervisor fit. Personnel Psychology, 58(2), 281-342. https://doi.org/10.1111/j.1744-
6570.2005.00672.x 

Liang, L., Chen, M., Luo, X., & Xian, Y. (2021). Changes pattern in the population and economic gravity 
centers since the Reform and Opening up in China: The widening gaps between the South and 
North. Journal of Cleaner Production, 310, Article e127379. 
https://doi.org/10.1016/j.jclepro.2021.127379 

Lin, Z., & Shin, H. (2021). Structural relationship between organizational justice, organizational trust, 
and knowledge sharing and innovative behavior: Focus on professors from Chinese sport 
universities. Journal of Physical Education and Sport, 21(2), 882-893. 
https://efsupit.ro/images/stories/martie2021/Art%20110.pdf 

Malik, A., Budhwar, P., Mohan, H., & NR, S. (2023). Employee experience-the missing link for engaging 
employees: Insights from an MNE’s AI-based HR ecosystem. Human Resource Management, 
62(1), 97-115. https://doi.org/10.1002/hrm.22133 

https://doi.org/10.1177/002224378101800104


Li et al.                                                                                                                                         Universities’ Organizational Environment  

5274 

Mark, K. & Zaiton, H. (2016). Flow experience and organizational citizenship behaviour among hotel 
employees: Moderating effect of socio-cultural factor. Procedia-Social and Behavioral 
Sciences, 224(15), 101-108. https://doi.org/10.1016/j.sbspro.2016.05.409 

McDonald, R. P. & Ho, M. H. R. (2002). Principles and practice in reporting structural equation 
analyses. Psychological Methods, 7(1), 64-82. https://doi.org/10.1037/1082-989X.7.1.64 

Meglino, B. M., Ravlin, E. C., & Adkins, C. L. (1989). A work values approach to corporate culture: A 
field test of the value congruence process and its relationship to individual outcomes. Journal 
of Applied Psychology, 74(3), 424-432. https://doi.org/10.1037/0021-9010.74.3.424 

Mohammad, A. & Borkoski, C. (2024). Organizational conditions and teacher turnover in private 
schools of United Arab Emirates. Social Sciences & Humanities Open, 9, Article e100801. 
https://doi.org/10.1016/j.ssaho.2023.100801 

Muchinsky, P. M. & Monahan, C. J. (1987). What is person-environment congruence? Supplementary 
versus complementary models of fit. Journal of Vocational Behavior, 31(3), 268-277. 
https://doi.org/10.1016/0001-8791(87)90043-1 

Organ, D. W. (1988). Organizational citizenship behavior: The good soldier syndrome. American 
Psychological Association. https://psycnet.apa.org/record/1988-97376-000 

Organ, D. W. (2018). Organizational citizenship behavior: Recent trends and developments. Annual 
Review of Organizational Psychology and Organizational Behavior, 5, 295-306. 
https://doi.org/10.1146/annurev-orgpsych-032117-104536 

Owens, R. G. (2004). Organizational behavior in education: Adaptive leadership and school reform. 
Massachusetts: Pearson. https://lazytrader.org/wp-
content/uploads/2023/07/9780135809181-p.pdf 

Peng, Yan, Shao Bo Lv, Su Rou Low, & Suzanna A. Bono. (2023). The impact of employment stress on 
college students: Psychological well-being during COVID-19 pandemic in China. Current 
Psychology, 5(30) ,1-12. https://doi.org/10.1007/s12144-023-04785-w 

Porter, L. W., & Lawler, E. E. (1968). Managerial attitudes and performance. Dorsey Press. 
https://www.jstor.org/stable/23069505 

Rauvola, R. S., Rudolph, C. W., Ebbert, L. K., & Zacher, H. (2020). Person–environment fit and work 
satisfaction: Exploring the conditional effects of age. Work, Aging and Retirement, 6(2), 101-
117.  

Ricardo, R., Rostin, M., Y., & Darmawati, T. (2024). The Influence of Professionalism and Perceived 
Organizational Support on Personnel Performance is Mediated by Work Ethic. Journal of 
Research Administration, 6(2), 12, 
https://journalofresearchadmin.com/index.php/jra/article/view/13 

Ronit, B. & Anit, S. (2023). Organizational citizenship behavior (OCB) above and beyond: Teachers' 
OCB during COVID-19. Teaching and Teacher Education, 130(5), Article e104183. 
https://doi.org/10.1016/j.tate.2023.104183 

Samancioglu, M., Baglibel, M., & Erwin, B. J. (2020). Effects of Distributed Leadership on Teachers' Job 
Satisfaction, Organizational Commitment and Organizational Citizenship. Pedagogical 
research, 5(2). https://doi.org/10.29333/pr/6439 

Schneider, B. (1987). The people make the place. Personnel Psychology, 40, 437–453. 
https://doi.org/10.1111/j.1744-6570.1987.tb00609.x 

Shirom, A. (1982). What is organizational stress? A facet analytic conceptualization. Journal of 
Organizational Behavior, 3(1), 21-37. https://doi.org/10.1002/job.4030030104 

Sidorenkov, A. V., Borokhovski, E. F., & Vorontsov, D. V. (2023). Associations of employees’ 
identification and citizenship behavior in organization: A systematic review and a meta-
analysis. Management Review Quarterly, 73(2), 695-729. 
https://link.springer.com/article/10.1007/s11301-022-00258-9 

https://doi.org/10.1146/annurev-orgpsych-032117-104536
https://doi.org/10.1016/j.tate.2023.104183
https://doi.org/10.1111/j.1744-6570.1987.tb00609.x


Li et al.                                                                                                                                         Universities’ Organizational Environment  

5275 

Smith, C. A., Organ, D. W., & Near, J. P. (1983). Organizational citizenship behavior: Its nature and 
antecedents. Journal of Applied Psychology, 68(4), 653–663. https://doi.org/10.1037/0021-
9010.68.4.653 

Stan, M. M. (2014). The effects of organizational citizenship behavior in the academic environment. 
Procedia - Social and Behavioral Sciences, 127(22), 738-742. 
https://doi.org/10.1016/j.sbspro.2014.03.346 

Tamunomiebi, M. D., & Oyibo, C. (2020). Work-life balance and employee performance: A literature 
review. European Journal of Business and Management Research, 5(2), 1–10. 
https://doi.org/10.24018/ejbmr.2020.5.2.196  

Thani, A. K. A., Hashim, M. Z., Mansor, F. A., Muhammad, N., Shamsuddin, N., & Amran, A. (2022). Work 
involvement as a moderating effect in relationship between person-supervisor fit and 
organizational citizenship behavior in public sector. International Journal of Academic 
Research in Business and Social Sciences, 12(4), 289-301. 
http://dx.doi.org/10.6007/IJARBSS/v12-i4/13064 

Thien, L. M., Adams, D., & Koh, H. M. (2021). Nexus between distributed leadership, teacher academic 
optimism and teacher organisational commitment: a structural equation modelling analysis. 
International Journal of Educational Management, 35(4), 830-847. 
https://doi.org/10.1108/IJEM-05-2020-0278 

Topchyan, R., & Woehler, C. (2021). Do teacher status, gender, and years of teaching experience 
impact job satisfaction and work engagement? Education and Urban Society, 53(2), 119-145. 
https://doi.org/10.1177/0013124520926161 

Van Dyne, L. & Ang, S. (1998). Organizational citizenship behavior of contingent workers in 
Singapore. Academy of Management Journal, 41(6), 692-703. 
https://doi.org/10.5465/256965 

Vleugels, W., Verbruggen, M., De Cooman, R., & Billsberry, J. (2023). A systematic review of temporal 
person-environment fit research: Trends, developments, obstacles, and opportunities for 
future research. Journal of Organizational Behavior, 44(2), 376-398. 
https://doi.org/10.1002/job.2607 

Vogel, R. M. & Feldman, D. C. (2009). Integrating the levels of person-environment fit: The roles of 
vocational fit and group fit. Journal of Vocational Behavior, 75(1), 68-81. 
https://doi.org/10.1016/j.jvb.2009.03.007 

Williams, L. J. & Anderson, S. E. (1991). Job satisfaction and organizational commitment as predictors 
of organizational citizenship and in-role behaviors. Journal of Management, 17(3), 601-617. 
https://doi.org/10.1177/014920639101700305 

Wong, K. P., Lee, F. C. H., Teh, P. L., & Chan, A. H. S. (2021). The interplay of socioecological 
determinants of work-life balance, subjective wellbeing and employee wellbeing. 
International Journal of Environmental Research and Public Health, 18(9),4525. 
https://doi.org/10.3390/ijerph18094525 

Wong, L. S., Huguet, A., Harrison, C. W., Coburn, C. E., & Spillane, J. P. (2022). School leaders' use of 
research: Viewing research use in decision making through an organizational lens. In R. J. 
Tierney, F. Rizvi, & K. Ercikan (Eds.), International encyclopedia of education (4th ed., pp. 235- 
242). Elsevier. https://doi.org/10.1016/B978-0-12-818630-5.05057-0 

Wulandari, F. & Mila, F. Z. (2023). Mediation of organizational commitment the effect of personality 
traits and teamwork competencies on organizational citizenship behavior. Enrichment: 
Journal of Management, 13(2), 1568-1577. 
https://doi.org/10.35335/enrichment.v13i2.1434 

Xu, L., Guo, J., Zheng, L., & Zhang, Q. (2023). Teacher well-being in chinese universities: examining the 
relationship between challenge—hindrance stressors, job satisfaction, and teaching 
engagement. International Journal of Environmental Research and Public Health, 20(2), Article 
e1523. https://doi.org/10.3390/ijerph20021523 

https://doi.org/10.1016/j.sbspro.2014.03.346
https://doi.org/10.1108/IJEM-05-2020-0278
https://doi.org/10.5465/256965
https://doi.org/10.1177/014920639101700305
https://doi.org/10.3390/ijerph18094525


Li et al.                                                                                                                                         Universities’ Organizational Environment  

5276 

Xu, S., Wang, Y., Ma, E., & Wang, R. (2020). Hotel employees’ fun climate at work: Effects on work-
family conflict and employee deep acting through a collectivistic perspective. International 
Journal of Hospitality Management, 91, Article e102666. 
https://doi.org/10.1016/j.ijhm.2020.102666 

Yang, R. (2020). Political culture and higher education governance in Chinese societies: Some 
reflections. Frontiers of Education in China, 15, 187–221. https://doi.org/10.1007/s11516-
020-0010-z 

Young, A. M. & Hurlic, D. (2007). Gender enactment at work: The importance of gender and gender-
related behavior to person-organizational fit and career decisions. Journal of Managerial 
Psychology, 22(2), 168-187. https://doi.org/10.1108/02683940710726429 

Zhao, Y., He, F., & Feng, Y. (2022). Research on the industrial structure upgrading effect of the 
employment mobility of graduates from China’s “double first-class” colleges and universities. 
Sustainability, 14(4), Article e2353. https://doi.org/10.3390/su14042353 

Yolla Margaretha, Popo Suryana, (2023). The Effect of Market Orientation, Entrepreneurial 
Orientation, and Learning Orientation on Marketing Innovations and their Implications on 
the Marketing Performance of Micro Actors in Bandung Metropolitan Area. Pakistan Journal 
of Life and Social Sciences. E-ISSN: 2221-7630; P-ISSN: 1727-4915, Pak. j. life soc. Sci. (2023), 
21(1): 478-498. https://www.pjlss.edu.pk/pdf_files/2023_1/478-498.pdf 

Ahmet Niyazi Ozker. (2023). Factual Changes in Inflation and National Income: Their Impact on the 
Tax Burden Within OECD Countries. Pakistan Journal of Life and Social Sciences. E-ISSN: 
2221-7630; P-ISSN: 1727-4915, Pak. j. life soc. Sci. (2023), 21(1): 393-413. 
https://www.pjlss.edu.pk/pdf_files/2023_1/393-413.pdf 

Aref Alsehaimi, (2023). The Role of the Discipline of Social Work in Protecting the Environment from 
Pollution in Saudi Arabia. Pakistan Journal of Life and Social Sciences. E-ISSN: 2221-7630;P-
ISSN: 1727-4915, Pak. j. life soc. Sci. (2023), 21(1): 294-312. 
https://www.pjlss.edu.pk/pdf_files/2023_1/294-312.pdf 

 

https://doi.org/10.1016/j.ijhm.2020.102666
https://www.pjlss.edu.pk/pdf_files/2023_1/478-498.pdf
https://www.pjlss.edu.pk/pdf_files/2023_1/393-413.pdf
https://www.pjlss.edu.pk/pdf_files/2023_1/294-312.pdf

