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Abstract

This paper investigates the influence of Organizational Citizenship Behavior (OCB) on
employee turnover intention of participants from a Thai and a Chinese lighting company. The result
of linear regression exercises show that OCB, perceived job alternatives and generation are the
most powerful predictor for the variance of employee turnover intention for Thai sample. As to
Chinese sample, only the causality between perceived job alternatives and intention to leave is
available while all other variables cannot predict the variance of employee turnover intentions. In
addition, probit regression providing findings that both intention to search and intention to leave
can be explained by perceived job alternatives, while tenure, position and sportsmanship only take
accounts of intention to leave.
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Introduction

From the standpoint of this study, human resources are an important asset for a company.
To retain the best employees in the organization and motivate them to contribute more to the
organization, business organizations should pay attention to employees’ turnover intention, which is
directly or indirectly related to the stable performance of a business organization. Some actions which
may affect employees’ turnover intention can be taken by a business organization, such as treating
employees fairly and setting employee engagement mechanisms in order to make the organization
a better place to work. However, the biggest difference between Organizational Citizenship Behavior
(OCB) and employee engagement is that the former is usually made freely and voluntarily by
employees while the latter usually entails a business organization’s time and money. OCB has
been used to examine employee retention and empirical research has demonstrated that OCB
does have a relationship with turnover intention. Therefore, it’s significant to further determine
the causality between OCB and employee turnover intentions. Although OCB research has been
conducted in many contexts and industries, it is new for ASEAN+6. This study was conducted at
two lighting companies from two different countries. This is different from previous research. The
participants in previous research are usually from the same country, but in different industries.
This study selected two lighting companies which are in the same industry where one is a Thai
company and the other is a Chinese company.

Statement of the problem

The first research problem is that previous research gave a mean score for OCB with regard to
its effect on employee turnover intention (Chen, 2005; Koys, 2001; Krishnan and Singh, 2010; Mossholder,
Settoon and Hanagan, 2005). It is therefore difficult to determine which form of OCB has a
greater effect on employee turnover intention. This study selects three special forms of OCB
examining the relationship between OCB and employee turnover intention to assess which form
predicts employee turnover intention and has the greatest effect. The second research problem
is that previous research has largely overlooked other dimensions of turnover intention, such as
perceived job alternatives and intention to search. This study added perceived job alternatives to
independent variable and intention to search to the turnover intention dimension.

Objectives of the study

1. to examine the extent to which the organizational citizenship behaviors contribute the
variance of turnover intentions

2. to examine the extent to which the perceived job alternatives contribute the variance
of turnover intentions

3. to examine the extent to which the generation contributes the variance of turnover
intentions

4. to examine the extent to which the tenure contributes the variance of turnover
intentions

5. to examine the extent to which the nationality contributes the variance of turnover
intentions
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Conceptual Framework

Organizational citizenship behavior:
1. Helping behavior

2. Sportsmanship )
L Turnover Intention
3. Civic virtue

1. Intention to search

/ 2. Intention to leave
[4. Perceived job alternatives )
CS. Generation 6. Tenure 7. Nationality)

Figure 1 Conceptual framework

Literature Review

Organizational Citizenship Behavior (OCB) seems to be incompatible with turnover intention
since the nature of OCB reflects a willingness of the employee to stay with the employer. OCB can
be performed by many ways, such as, providing help to co-workers when they have work-related
problems or taking steps to prevent creating work-related problems for others; tolerating trivial
matters without complaint; and acting as a good citizen in the organization, like being a good citizen
of a country. According to social exchange theory, these behaviors, which are made voluntarily
and freely, are performed based on treatment by the organization. Performing OCB indicates that
employees intend to stay with the organization and reciprocate the employer’s care, support and
the organization’s fair treatment. The more employees exhibit OCB, the less likely they are to
leave the employer. When OCB is widespread, valued and sustained in an organization, the best
employees tend to be retained (Paillé, 2012).

Turnover intention reflects a mental decision intervening between an individual’s attitudes
regarding a job and the stay or leave decision. Perceived job alternatives, intention to search and
intention to leave are typical dimensions of turnover intention. Perceived job alternatives refer to
external opportunities for a job which an employee can find, or the ease of finding a new job
outside the current organization. When employees find that it is easy to find a better job outside
the current organization, they will actively search for new job opportunities and may intend to
leave. While when employees find that it is difficult to find an acceptable new job, which is at
least as good as the one they have now, they will reduce the search activity and still stay with
the current organization.

When employees perceive that their value on labour market increases, they might actively
search new job possibility to quit from current organization, especially for employees who are
young people. Therefore, we also assume that generation and tenure are also related to employee
turnover intention. To author’s knowledge, nationality’s prediction on employee turnover intention
is under-researched.
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Relevant Research

Paillé (2012) found a negative relationship between altruism and the intention to leave, but
altruism was found that had a positive relationship with the intention to search. Paillé and Grima
(2011)’s research examined the relationship between helpingbehavior and turnover intention. The
result indicated that helpingbehavior explained the intention to leave the current job better than
the intention to leave the employer. In Paillé (2012), helping was found to be positively related
to the intention to leave. Sportsmanship was found to be best predictor of the intention to leave
the organization. This strong power was demonstrated in the findings of Paillé and Grima (2011)
and Paillé (2012). In addition, sportsmanship has also been found to have a negative relationship
with the intention to search (Paillé, 2012). Paillé and Grima (2011) found that civic virtue had a
negative relationship with the intention to leave the organization. Paillé (2012) also examined the
relationship between sportsmanship and turnover intention. The result partly supported the findings
of Paillé and Grima (2011) who found that civic virtue was negatively related to the intention to
leave. In addition, civic virtue was also found to be negatively related to the intention to search
(Paillé, 2012).

Previous research found that perceived job alternatives affect the intention to leave
through the intention to search (Paillé, Raineri and Valeau, 2015). From the findings of Paillé (2012),
perceived job alternatives and the intention to search are positively related, and the intention to
search is positively related to the intention to leave. Tenure failed to explain the variance of both
the intention to leave the organization and the intention to leave the current job in the study of
Paillé and Grima (2011).

Hypothesis
Hypothesis 1-6: three scales of organizational citizenship behaviors which are helping
behaviors, sportsmanship and civic virtue can predict intention to search and leave, respectively.
Hypothesis 7-8: perceived job alternatives can predict intention to search and leave,
respectively.
Hypothesis 9-10: generation can predict intention to search and leave, respectively.
Hypothesis 11-12: tenure can predict intention to search and leave, respectively.
Hypothesis 13-14: nationality can predict intention to search and leave, respectively.

Methodology

This study collects data from the whole target population. They are white-collar workers
who currently work in L&E Manufacturing Co., Ltd and Ningbo Three Proof Lighting Technology
Co., Ltd. There is no sampling in this study because of the use of census. The amount of Thai
participant is 76 and that of Chinese participant is 41. Total amount of participant is 117. The
data were collected in April of 2016.

The author assumed that frequency of performing organizational citizenship behavior of each
single employee perhaps affect employee’s turnover intention. Accordingly, five levels of frequency
of performing OCB are set as “never”, “seldom”, “sometimes”, “often”, and “always”. Then OCB
is measured as helping behavior, civic virtue and sportsmanship. Under helping behavior, there
are nine items. Regarding to civic virtue, there are four items and sportsmanship also contains
four items. Agreement level is used to measure employee’s turnover intention. The extent of
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agreement divided into “not agree at all”, “not agree”; “indifferent”, “agree” and “totally agree”.
Turnover intention in this study is measured by perceived job alternatives, intention to search and
intention to leave.

The first model employed is a linear regression model using intention to search and
intention to leave as dependent variables. Independent variables include measures for organization
citizenship behavior as well as demographic and work-related characteristics of participants. In
addition, probit model is used to analyze the data in this study. Probit model is a regression
model used for the case that dependent variables are choice of only two values. To perform the
probit regression in this study, the author converted the continuous value from 1 to 5to 0 and
1 by classifying value 1-3 as 0 which means intend to retain and 4-5 as 1 which means intend
to quit.

Results
Table 1 provides a summary of related variables. By and large, it can be seen that the

results are consistent with the literature and hypotheses of this study.

Table 1 Linear Regression Analysis Results

Thai (n = 76) Chinese (n = 41) Overall
RH B t p B t p B t p
H1 [ HB | S| -327 | 2980 | 0.004 | s -.102 -.624 0.536 ns. | -212 -2.311 0.023 S
H2 | HB | L | -176 | -1.536 | 0.129 | n.ss. | -.156 -947 0.350 ns. | -158 | -1.688 0.094 | ns.
H3 | CV | S| -275 | 2462 | 0.016 | s -.028 -.169 0.867 ns. | -202 -2.190 0.031 S
H4 | CV | L | -287 | -2573 | 0.012 s -236 | -1.459 0.153 ns. | -273 | -3.006 0.003 s
H5 | SH | S| -269 | -2.403 | 0.019 | s .032 -.192 0.849 ns. | -149 | -1.593 0.114 | ns.
H6 | SH | L | -215 | -1.897 | 0.062 | n.s. | -139 -829 0.413 ns. | -186 | -1.997 0.048 s
H7 [ PJA| S| .348 | 3.197 | 0.002 s .255 1.601 0.118 n.s. 347 3.937 0.000 s
H8 | PUA| L | 453 | 4376 | 0.000 | s 427 2.834 0.007 s 453 5.375 0.000 S
H9 | G | S| -315 | -2.853 | 0.006 | s -119 -728 0.471 ns. | -306 | -3.416 0.001 S
H1I0| G | L | -250 | 2223 | 0.029 | s -135 -816 0.420 ns. | -244 | -2.668 0.009 s
H11| T [S] -218 [ -1.918 | 0.059 | n.s. | -179 | -1.108 0.275 ns. | -29 | -3.297 0.001 S
H12 T | L | -135 | -1.168 | 0.246 | n.s. | -.150 -908 0.370 ns. | -174 | -1.865 0.065 | ns.
H13| N [ S 318 3.571 0.001 s
H14| N | L 126 1.341 0.183 n.s.

Note: RH, research hypotheses; HB, helping behavior; CV, civic virtue; SH, sportsmanship; PJA,
perceived job alternatives; G, generation; T, tenure; N, nationality; S, intention to search; L, intention
to leave; n.s., non-significant; s, supported.

In addition to table 1 which provides results of linear regression for testing research
hypotheses, table 2 provides results obtained from probit regression analysis for the causality
between selected independent variables and intention to leave and intention to search. Details of
the estimates are given in Table 2 below.
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Table 2 Probit Regression Analysis Results

d_intention to leave d_intention to search

Probit Regression Model 1 Model 2 Model 3 Model 1 Model 2 Model 3
B (SE B) B (SE B) B (SE B) B (SE B) B (SE B) B (SE B)

Age 0.00171 -0.04387 -0.18085 0.47556 -0.44811 0.21319
(0.12871) (0.15565) (0.17410) (0.33420) (0.41027) (0.36193)

Age’ -0.00032 0.00028 0.00198 -0.00791 -0.07619 -0.00399
(0.00173) (0.00211) (0.00231) (0.00541) (0.00674) (0.00573)

d_education - 0.04704 -0.23624 -0.39856 - 0.24564 -0.37028 -0.40942
(0.32152) (0.39251) (0.45768) (0.36118) (0.41497) (0.45153)

Position -0.91332* -1.304592** -1.73637** -0.17681 -0.20175 -.23882
(0.39468) (0.47603) (0.58339) (0.44083) (0.46763) (0.50505)

Tenure 0.76108* 0.88604* 1.04219* -0.09944 -0.11250 -.30504
(0.37017) (0.42966) (0.48059) (0.41928) (0.46588) (0.50625)

Helping Behavior / / 0.68051 / / -0.91002
(0.57968) (0.54740)

Civic Virtue / / 0.15441 / / 0.73744
(0.42034) (0.46171)

Sportsmanship / / -0.83231* / / 0.03385
(0.37442) (0.33074)
Perceived Job / 1.20452*** 1.54037*** / 0.88238** 0.97353**
Alternatives (0.31756) (0.40642) (0.29134) (0.36846)
Gender 0.72227* 0.45065 0.72268 0.10567 -0.11285 -0.39228
(0.35510) (0.40372) (0.48587) (0.36068) (0.39972) (0.45842)

d_Chinese 0.49222 0.25778 0.21601 0.91291*% 0.77019 0.73138
(0.36386) (0.43638) (0.47205) (0.40026) (0.43186) (0.44662)

R’ 0.1098 0.3389 0.4204 0.1742 0.3159 0.3775

* p < 005 ** p < 0.007; *** p = 0.000 * p < 0.05 ** p < 0.008

Considering table 2, position, tenure, sportsmanship and perceived job alternatives are
significant variables which were found that had significant relationships with the intention to leave.
While there was no significant relationship between ages, education, helping behavior, civic virtue,
gender, nationality and the intention to leave, respectively. Although gender was significant in model
1 (see table 2), it was non-significant in the model 2 and model 3 (see table 2). It suggests
that the effect of gender was replaced by another factor. Unlike position and tenure, this had
significant relationships with the intention to leave in all models. A perceived job alternative is the
best predictor of the intention to leave. Regarding the extent to which organizational citizenship
behaviors contributed to the variance in the intention to leave the organization, some patterns
(sportsmanship) seem like they can be generalized while other patterns (helping behavior and civic
virtue) were affected by the participants and employment in that industry. To date, sportsmanship
was the best predictor of the intention to leave among the dimensions of OCB, while helping
behavior and civic virtue contributed to the variance of the intention to leave is controversial.
Unfortunately, this issue cannot be resolved by this study.
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For intention to search in table 2, the probit model indicated that nationality and perceived
job alternatives can predict the variance of employees’ intention to search while age, education,
position, tenure, helping behavior, civic virtue, sportsmanship and gender did not have relationships
with the intention to search. Perceived job alternatives also had a significant positive relationship
with the intention to search in both model 2 and model 3 (see table 2) and was the best predictor
of the intention to search. This finding was consistent with that of Paillé (2012) who found the
same relationship by using path analysis (8 = 0.146, t-value = 2.464, p = 0.014). Even though
the relationship between nationality and the intention to search was not significant when perceived
job alternatives and OCB were added in the probit model, to the author’s knowledge, there was
no available previous empirical research providing the same findings about this relationship. This
finding may be first found in this study.

For intention to search in table 2, nationality and perceived job alternatives were
found to have impact on the variance. Regarding the intention to leave, it seemed that it can
be affected by other variables. From the findings of this study, there were five variables which
have been found to have relationships with the intention to leave. They were gender, perceived
job alternatives, position, tenure and sportsmanship. The relationship between nationality and the
intention to search and gender and the intention to leave were only evident in the first probit
model but not in the other two models (see table 2). Therefore, only perceived job alternatives
can predict the intention to search and the variables that can predict the intention to leave were
perceived job alternatives, position, tenure and sportsmanship. A perceived job alternative was
found to be able to predict both the intention to search and the intention to leave. With regard
to the impact of OCB on turnover intention, OCB was found to only affect the intention to leave,
and sportsmanship was the only variable which can predict the intention to leave.

Conclusion

The first purpose of this research is to examine the causality between OCB and employee
turnover intention. The linear regression results for the Thai sample show that helping behavior only
explains some of the variance of the intention to search and this is consistent with findings of
Paillé (2012) and Paillé, Raineri and Valeau (2015). There is no causality between helping behavior
and the intention to leave and this is consistent with findings of Paillé, Raineri and Valeau (2015).
However, it’s not consistent with finding of Paillé and Grima (2011) who found that helping behavior
is negatively related to intention to leave the organization and not consistent with finding of Paillé
(2012) who found that helping behavior is positively related to intention to leave the organization.
The negative causality between helping behavior and the intention to search suggests that the more
employees helping each other, the less they intend to search for a new job. Neither the causality
between helping behavior and the intention to search nor the causality between helping behavior
and the intention to leave are available for the Chinese sample. This finding is consistent with
that of Paillé, Raineri and Valeau (2015) who found that helping behavior was not related to both
intention to leave the organization and intention to search. Civic virtue has negative causality with
both the intention to search and the intention to leave, and this causality is only available for the
Thai sample. This finding is consistent with that of Paillé (2012) who found that civic virtue was
negatively related to both intention to leave the organization and intention to search. The negative
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causality between civic virtue and turnover intention suggest that the more employees perform
civic virtue, the less turnover intention they have. Regarding the Chinese sample, civic virtue is
neither related to the intention to search nor to the intention to leave and no available previous
findings indicate that civic virtue is not related to both intention to search and intention to leave
the organization. Sportsmanship has negative causality with the intention to search and does not
have causality with the intention to leave for the Thai sample. This finding only partly consistent
with that of Paillé (2012) who found that sportsmanship was negatively related to intention to
search because there was no evidence to show that sportsmanship was not related to intention
to leave the organization in previous findings. The negative causality between sportsmanship and
the intention to search suggests that employees who have higher levels of sportsmanship are
less likely to search for a new job than those who have lower levels of sportsmanship. For the
Chinese sample, sportsmanship is not related to either the intention to search or the intention
to leave. This finding is also not consistent with previous findings since sportsmanship is always
related with both intention to search and intention to leave the organization in previous findings.
Overall, OCB can predict employee turnover intention, but this causality is only significant in the
Thai sample. Civic virtue has causality with both the intention to search and the intention to
leave. Helping behavior and sportsmanship only have causality with the intention to search. For
the Chinese sample, there is no causality between OCB and employee turnover intention.

The second research objective of this study is to examine the causality between perceived
job alternatives and employee turnover intention. Perceived job alternatives have positive causality
with both the intention to search and the intention to leave in the Thai sample. This finding only
partly consistent with that of Paillé (2012) who found that perceived job alternatives is positively
related to intention to search. In addition, direct relationship between perceived job alternatives
and intention to leave the organization is under-researched in previous researches. The positive
causality between perceived job alternatives and turnover intention suggests that employees who
perceive that it is easy to find a new job which at least as good as the one they have now
or a better one, are more likely to search for new job opportunities outside the organization
and finally opt to quit than those who find that it is difficult for them to find an acceptable job
outside the current organization. In the Chinese sample, perceived job alternatives only takes into
account the variance of the intention to leave and no causality was found between perceived job
alternatives and the intention to search. This finding is not consistent with that of Paillé (2012)
who found that perceived job alternatives is positively related to intention to search. In addition,
direct relationship between perceived job alternatives and intention to leave the organization is
under-researched in previous researches.

The third research objective is to examine the causality between generation and employee
turnover intention. The results show that generation has causality with both the intention to
search and the intention to leave in the Thai sample. The negative causality between generation
and employee turnover intention indicates that the older generation has higher turnover intentions
than the younger generation. Regarding the Chinese sample, generation is not found to have
any causality with either the intention to search or the intention to leave. Since the relationship
between generation and employee turnover intention is under-researched in previous researches,
there is no enough and available evidence can be referred for this point.



76 SUTHIPARITHAT Vol.31 No.99 July - September 2017

The fourth research objective is to examine the causality between tenure and employee
turnover intention. Tenure is not found to have any causality with either the intention to search or
the intention to leave for both the Thai and the Chinese samples. This finding is partly consistent
with that of Paillé and Grima (2011) who found that tenure is not related to intention to leave
the organization.

The last research objective is to examine the causality between nationality and employees
turnover intention. However, nationality must be tested in a combined data which includes both
the Thai and the Chinese samples. The linear regression analysis result indicates that nationality
has causality with the intention to search but does not have causality with the intention to leave.
The causality between nationality and the intention to search shows that nationality can predict the
intention to search and it might be that Thai and Chinese employees have different behaviors in
job search activities. As well as generation, relationship between nationality and employee turnover
intention is under-research in previous researches, no enough and available evidence can support
or disagree with this finding. In addition, this study separated dimensions of OCB and added
perceived job alternatives as independent variable and intention to search to turnover intention in
order to solve previous research problems which mentioned in statement of the problem.

Practical Implications

On the basis of the negative causality between position and the intention to leave,
it can be recommended that suitable promotion can enhance employee morale and retention.
However, how to make decision about the promotion of employees? Generally speaking, business
organizations usually promote experienced employees who have worked for the organization for
a long time; however, the findings of this study provide a new perspective from the discovery
of the positive causality between tenure and the intention to leave and the negative causality
between sportsmanship and the intention to leave. In other words, the research results indicate
that organizations should promote employees who have high levels of sportsmanship, rather than
those who have rich experience when business organization needs to appoint new managers or
top management. Since employees, who have high level of sportsmanship, are more likely to
choose to stay with the organization instead of choosing to leave the organization when they get
more and more job tenures in the organization than employees who have rich experiences. This
is never been mentioned or found in previous findings.

From the findings of both linear regression and probit model, it’s been found that OCB
does predict employee turnover intention and recommendations can be made as follow. For example,
a business organization can purposefully select new employees who exhibit high levels of OCB
when recruiting by using various approaches; managers or human resource department can use
OCB as an indicator of the employee’s state of mind about leaving since lacking of willingness
in performing OCB can be viewed as first step of withdraw process. Indeed, if managers find
that employees are not willing to perform OCB or have low levels of OCB, it might indicate that
employees have work-related problems and are not satisfied with their current work conditions.
Useful and timely approaches made by managers or related departments can minimize employee’s
dissatisfaction and then effectively reduce their turnover intention. In short, observing employee’s
state of mind about employee retention by using OCB can alert managers to take action before
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decision about leaving has been made by employees which might affect the stable performance
of business organization.

The Limitations of Research

There are three rating methods to measure organizational citizenship behavior: self-rating,
supervisor-rating and co-worker-rating. This study selected self-rating as the method to measure the
frequency of performing organizational citizenship behavior by employees. Self-rating might cause
common method variance bias which results from social desirability bias. In other words, the risk
of using self-rating for the estimation of organizational citizenship behavior is the overestimation of
employees” own OCB level. Future research could try to use supervisor-rating or co-worker-rating
to offset or minimize this overestimation. However, it is difficult to say that supervisor-rating or
coworker-rating is better than self-rating. Actually, self-rating, supervisor-rating, and coworker-rating
have their own advantages and disadvantages. It is perhaps best left to the researcher’s own
judgment.

Two different companies were selected in an attempt to offset and minimize the potential
differences of employees responding to OCB and turnover intentions caused by different national
and organization culture and other factors affecting the two companies. However, generalizing the
practical implications provided by this study is problematic because the samples came from a
single industry, which is the lighting industry in Thailand and China. Future research could expand
the research field to more industries, especially production workers in industries with high levels
of turnover, to examine the relationships between OCB and employee turnover intention.
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