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Orientation: The mechanism facilitating the development of organisational commitment 
and performance of citizenship behaviours is of research interest to scholars. Recent research 
trends suggest that job satisfaction can mediate the development of employee commitment 
and citizenship behaviours.
 
Research purpose: The present study hypothesised that job satisfaction mediated the 
relationships between the predictors (perceived organisational support and protestant work 
ethics) and outcomes (organisational citizenship behaviours and organisational commitment).

Motivation for the study: There is paucity of literature on the mediating influence of job 
satisfaction on predictors-outcomes linkages amongst agriculture workers in Nigeria. Available 
studies either examined the main effect of perceived organisational support on citizenship 
behaviours or the mediating influence of satisfaction on citizenship behaviours and not the 
proposed model.

Research design, approach and method: The present study was survey-correlational in design. 
Data were obtained from 223 heterogeneous samples from different organisations (such as 
ministry of agriculture, parastatals, banks, private agro-allied companies, and insurance 
companies).

Main findings: Results showed that job satisfaction fully mediated the relationship between 
perceived organisational support and citizenship behaviours and partially mediated the 
relationship between perceived organisational support and organisational commitment. 
Further, employee satisfaction partially mediated the relationships between protestant work 
ethics and citizenship behaviours and organisational commitment. 

Practical/managerial implications: This study indicated that both protestant work ethics 
and perceived organisational support are important in motivating employees to engage in 
cooperative behaviours and exhibit greater commitment through job satisfaction.

Contribution/value-add: The present study showed that job satisfaction is a mediator 
linking both perceived organisational support and protestant work ethics to organisational 
commitment and citizenship behaviours.

© 2011. The Authors.
Licensee: OpenJournals
Publishing. This work
is licensed under the
Creative Commons
Attribution License.

Introduction
Employees’ commitment to the organisation and the willingness to perform organisational 
citizenship behaviours (OCB) has received a good deal of research attention in recent years. 
Research interest in organisational commitment and OCB is motivated by the desire of 
organisations to have a highly committed workforce who will perform beyond expectations 
(i.e. engage in cooperative behaviours that are not in their job description). It is believed that 
employees perform OCB that acts as a bond holding the organisational community together and 
improves the well-being of the organisation (LePine, Erez & Johnson, 2002; Organ, 1988; Vigoda, 
2000a). The mechanism facilitating the development of commitment and willingness to perform 
citizenship behaviour is still receiving research interest. Thus, this paper proposes that job 
satisfaction has a mediating influence on the development of employee commitment and OCB. 

Theoretically, organisational commitment may be viewed in terms of a social exchange relationship 
in which the employee is expected to identify with, and work towards the realisation of the goals 
and values of the organisation in return for a range of benefits and rewards (Meyer & Allen, 1997). 
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Employees’ commitment develops slowly and consistently 
over time (Meyer & Herscovitch, 2001) and is a 
multidimensional construct comprising of three different 
types. The affective component, describes an employee’s 
psychological attachment and involvement in the 
organisation. The second type, continuance commitment 
relates to the perceived cost associated with leaving the 
organisation and perceived lack of job alternatives. Normative 
commitment, the third type, refers to the employee’s feelings 
of obligation to remain with the organisation (Wasti, 2003). 

The affective form of commitment is widely studied 
because it is believed to be a better predictor of employees’ 
behavioural outcomes (Meyer & Allen, 1997; Wasti, 2003). 
Highly committed employees experience greater mental and 
physical well-being, achieve higher in-role performance, 
perform citizenship behaviours, and would not consider 
leaving the job thereby ensuring low staff turnover (Meyer & 
Herscovitch, 2001; Siu, 2002).

The OCB construct was defined as a general tendency to be 
cooperative and helpful in organisational work environments 
(LePine et al., 2002). Employees’ acts considered as OCB 
include helping and cooperating with co-workers in the 
workplace, and being supportive of organisational goals and 
objectives. Literature on employment relations indicates that 
employees engage in cooperative behaviours as a personal 
obligation to assist co-workers and the organisation (Coyle-
Shapiro, Kessler & Purcell, 2004; Janssens, Sels & Van den 
Brande, 2003). Performance of OCB is facilitated when the 
organisation provides a supportive, fair, and competition-
free environment for employees. Where there are inequity, 
unfair treatment, and unfulfilled personal goals by employees 
in the work environment, employees refuse to perform OCB 
(Vigoda, 2000b). A lack of willingness to perform OCB may 
actually predispose employees to engage in withdrawal 
behaviour, exercise turnover cognitions (Ladebo, 2005; Pare 
& Tremblay, 2007), or turnover (Chen, Hui & Sego, 1998). 

Literature suggests that personal and situational variables 
may explain employee commitment and OCB. The perceived 
organisational support (POS) (situational) and protestant 
work ethic (PWE) have been widely reported to be related 
to commitment and citizenship behaviours (Bishop, Scott, 
& Burroughs, 2000; Rhoades & Eisenberger, 2002; Ryan, 
2002). However, the mechanism facilitating the relationships 
between POS and PWE and both OCB and commitment 
remains of much research interest to scholars. The present 
model suggests that job satisfaction could be a mediator 
linking both POS and PWE to the outcomes. 

Studies have implicated employee satisfaction as a mediator 
responsible for employees’ attitudes, behaviour, well-being, 
and positive organisational outcomes. An employee’s 
satisfaction with a job position mediates the impact of 
individual and organisational factors on employees’ 
intentions to quit (Addae & Parboteeah, 2006; Chiang, Back, 
& Canter, 2005), organisational commitment (Knights & 
Kennedy, 2005; Yousef, 2002), citizenship behaviour (Ladebo, 

2008), and organisational performance (Reisel, Chia, Maloles 
& Slocum, 2007). However, most of the empirical studies have 
concentrated on traditional samples from the United States of 
America and European countries and have seldom targeted 
highly skilled workers (such as agriculture personnel) from 
an African country (such as Nigeria) as their unit of analysis. 
Generally, there is paucity of literature on focal constructs 
amongst skilled workers in Nigeria. 

Available studies either examined the main effect of POS on 
OCB (Ehigie & Otukoya, 2005) or the mediating influence 
of satisfaction on OCB (Ladebo, 2008) and not the proposed 
model including the focal constructs in the present study. 
The present study adds to the literature by investigating 
the mediating influence of job satisfaction on the linkage 
between both POS and PWE, and commitment and OCB 
for agriculture workers. Further, using samples from other 
countries allow us to see whether American management 
theories, which reflect American culture, are transferable to 
other countries (Hofstede, 1993). 

Protestant work ethics (PWE)
The PWE (as a personal value) describes an individual’s 
belief that hard work leads to success and that failure is 
caused by self-indulgence and a lack of self-discipline (Mirels 
& Garrett, 1971). Weber (1958) explicated on the PWE as a 
constellation of beliefs characterised by regard for hard 
work, self-reliance, frugality, ascetic existence, moderate 
consumption, and a distaste for unstructured leisure time. 
Weber ascribed the rise and success of modern capitalism 
to the possession of PWE by workers. Capitalism became 
possible because of the view that people have a moral duty 
to work diligently, regardless of their status in life. PWE is 
particularly important in work settings and PWE adherents 
are highly valued. This work value is equally endorsed by 
both male and female employees (Ali, Falcone & Azim, 
1995). 

PWE explains employees’ attitudes, work-related activities, 
and behavioural tendencies. Employees who have 
internalised work ethic values develop high involvement in 
their job (Brown, 1996; Cohen, 1999), are satisfied with their job 
(Gorgievski-Duijvesteijn, Steensma, & Te Brake, 1998), show 
strong commitment to the organisation (Williams & Sandler, 
1995), and perform certain citizenship behaviours (Ryan, 
2002). Thus, it is hypothesised that endorsement of PWE by 
employees will facilitate attachment to the organisation and 
motivates engagement in cooperative behaviours:

•	 Hypothesis 1: PWE is positively related to organisational 
commitment (OC) and OCB.

Perceived organisational support (POS)
Research indicates that employees expect certain inducements 
in terms of enriched jobs, socio-emotional support, and 
a hospitable work environment from their employers in 
exchange for their contributions towards the achievement 
of organisational goals (Kickul & Liao-Troth, 2003). In 
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exchange for employees’ loyalty and higher performance, 
organisations have shown commitment to employees by 
providing them with job security, affiliation and emotional 
support (Eisenberger, Huntington, Hutchison & Sowa, 1986; 
Rhoades & Eisenberger, 2002). 

The perceived support from the organisation motivates 
employees to personify and ascribe human-like 
characteristics to the organisation and form a generalised 
belief that the organisation values their contribution and 
cares about their personal welfare. Discretionary resources 
such as income, promotions, and job enrichment from the 
organisation are highly valued by the employees, because 
they indicate the organisation’s commitment to their well-
being (Eisenberger et al., 1986; Rhoades & Eisenberger, 2002). 
Based on Gouldner’s (1960) norm of reciprocity, the receipt 
of valued resources from the organisation will trigger the 
reciprocation process in which employees are obliged to 
reciprocate the organisation’s beneficial actions directed at 
them. Employees’ psychological contract is strengthened 
by this continued reciprocation of resources beyond the 
requirements of formal agreements. In contrast, the perceived 
withdrawal of beneficial discretionary actions contributes to 
the view of an unsupportive employer. Perceived breach of 
contract by the organisation causes employees to reduce their 
perceived obligations (Aselage & Eisenberger, 2003; Coyle-
Shapiro, 2002). 

Higher levels of POS motivate employees to respond with 
favourable work attitudes and behaviours. Studies rooted 
in social exchange indicate that employees who perceived 
higher commitment and support from the organisation 
reciprocated with greater attachment to the goals and 
values of the organisation (Bishop et al., 2000; Ladebo, 2009), 
performed citizenship behaviours, and reported enhanced 
psychological well-being (i.e. mood) (Ladebo, 2009; Rhoades 
& Eisenberger, 2002). In line with previous studies, this 
article suggests that POS is positively related to OC and OCB:

•	 Hypothesis 2: POS is positively related to OC and OCB.

Mediating effect of job satisfaction
Job satisfaction as an indication of employee well-being refers 
to the positive affect an employee has towards certain aspects 
of the job (De Jonge & Schaufeli, 1997; Noe, Hollenbeck, 
Gerhart & Wright, 1994). It is an attitude that develops in 
response to job or organisational characteristics and enduring 
individual traits, values, and preferences; it is stable over 
time and across situations. Higher satisfaction promotes 
higher self-esteem, as well as physical, and emotional well-
being (Faragher, Cass & Cooper, 2005).

Most studies on employees’ affective responses have treated 
job satisfaction as either an antecedent or outcome variable. 
However, recent research shows that greater satisfaction is a 
mechanism for the development of employee commitment 
and involvement in cooperative behaviours (Ladebo, 2008; 
Yoon & Thye, 2002) and diminished negative workplace 
outcomes such as workplace injuries (Barling, Kelloway & 

Iverson, 2003). The mediating influence of job satisfaction 
could be because of two reasons: firstly, PWE and POS 
are related to higher satisfaction and secondly, increased 
satisfaction motivates greater performance of citizenship 
behaviours and stronger organisational commitment. There 
is ample empirical evidence supporting that these two 
conditions influence job satisfaction (Ladebo, 2004, 2008; 
Randall & Cote, 1991; Rhoades & Eisenberger, 2002: Yoon & 
Thye, 2002). 

From the social exchange standpoint, employees are in 
interactions with the organisation and are motivated by 
expected inducements in exchange for their contribution to 
the organisation. When the organisation fails to reciprocate 
the contributions of the employees, this may evoke moodiness 
and frustration in employees (Eisenberger et al., 2001; Luthans, 
1998). A frustrated employee may rationalise the imbalance 
by lowering his or her job satisfaction (Luthans, 1998; Taylor 
& Tekleab, 2004). In line with the norm of reciprocity, the 
perceived supportiveness of an organisation tends to evoke 
higher satisfaction in employees. Support for the POS-
satisfaction relationship can be found in a meta-analysis by 
Rhoades and Eisenberger (2002), which indicated an average 
corrected correlation of r = 0.62 (p < 0.001). Further, there is 
the notion that an employee who values and engages in hard 
work also derives pleasure from the job. The direct effect of 
PWE on satisfaction has been established in the literature 
(Randall & Cote, 1991). 

In support of the proposed mediating mechanism of job 
satisfaction outlined earlier, empirical evidence indicates 
that satisfied employees performed citizenship behaviours 
(Ladebo, 2004, 2008; LePine et al., 2002) and exhibited greater 
commitment to the organisation (Yoon & Thye, 2002).  

The social exchange framework indicates that job satisfaction 
is more proximal to both, conditions of employees’ attachment 
to the organisation and their willingness to engage in 
cooperative behaviour. This paper suggests that the initial 
effects of POS and PWE will be on job satisfaction and this 
will mediate subsequent effects on employee commitment 
and OCB. Thus, the following hypotheses are postulated: 

•	 Hypothesis 3: Job satisfaction will mediate the 
relationship between PWE and employee outcomes (OC 
and OCB).

•	 Hypothesis 4: Job satisfaction will mediate the 
relationship between POS and employee outcomes (OC 
and OCB).

Research design
Research approach
This study was a descriptive survey research that employed 
primary data. Participants were full-time employees that 
had spent at least two years on the job and employed in 
agriculture units of different organisations (such as ministry 
of agriculture, parastatals, private agro-allied companies, 
banks, and insurance companies). 
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Ten full-time employed, postgraduate students at the 
Federal University of Agriculture in southwest Nigeria 
were requested to assist with data collection. Each student 
was given 35 questionnaires to administer to employees 
in his or her workplace. The respondents returned 223 
completed surveys (i.e. 63.71%). The respondents were full-
time employees with the civil service, an insurance company, 
banks, government parastatals, and agro-based private 
companies. The total population in the sampled organisations 
ranged between 107 and 164. Surveys were administered to 
staff in the agriculture unit of selected organisations and the 
useable responses that were received ranged between 19 and 
28. The implication of employing a heterogeneous sample 
in this study is to minimise the influence of contextual 
constraints of a single organisation (Rousseau & Fried, 2001). 
Most of the participants were male (n = 179, i.e. 80.3%). The 
participants’ mean age was 40.70 years (SD = 7.51 years). 
They spent between 3 and 38 years on the job, with a mean of 
11.74 years’ experience (SD = 7.09 years).

Measures 

Affective organisational commitment: This was assessed by 
a 6-item scale (Meyer & Allen, 1997). A sample item is: ‘I feel 
a strong sense of belonging to my organisation’. Reliability 
and validity were good (Ladebo, 2006; Meyer & Allen, 1997; 
Meyer & Herscovitch, 2001; Wasti, 2003). 

Organisational citizenship behaviours: The overall OCB 
was measured by an 8-item measure adapted from the works 
of Bettercourt, Gwinner and Meuter (2001). An example item 
is: ‘I encourage friends and family to patronise the services 
and products of my organisation’. The scale’s internal 
consistency and construct validity were good (see Bettercourt 
et al., 2001). 

Job satisfaction: Overall job satisfaction was assessed by 
a 6-item scale (Brayfield & Rothe, 1951). This scale was 
designed to measure satisfaction conceptualised as overall 
satisfaction rather than as facet satisfaction (e.g. satisfaction 
with pay, boss and promotion opportunity). Good reliability 
and validity have been demonstrated (Brayfield & Rothe, 
1951; Ladebo, Olaoye & Adamu, 2008). An example item is: ‘I 
find real enjoyment in my job’.

Protestant work ethics: The PWE was assessed by a 16-
item measure adapted from Mirels and Garrett (1971). A 
sample scale item is: ‘Most people spend too much time in 
unprofitable amusements’. The reliability coefficient for the 
original scale was 0.79 and past studies have reported similar 
results (Ryan, 2002). 
 
Perceived organisational support: This was measured with 
an adapted 7-item measure from Eisenberger et al. (1986). A 
sample item is: ‘My organisation values my contribution to 
its wellbeing’. The psychometric properties of the scale have 
been demonstrated by past studies (see Eisenberger et al., 
1986; Rhoades & Eisenberger, 2002). 

All the scale items employed in this study were rated on a 
5-point frequency of 1 (‘strongly disagree’) to 5 (‘strongly 
agree’). Where necessary, negative scale items were reverse 
scored and scale scores were computed by summing across 
responses to items in a scale. 

Demographics: Four biographics (age, sex, tenure and rank) 
that were likely to co-vary with the mediator and criteria but 
not of direct interest in this study were controlled for. Age 
and tenure were measured as continuous variables. 

Statistical analysis
The hierarchical regression procedure was employed to 
test for hypothesised mediation effect in this study. The 
hypothesised mediating effect of job satisfaction on the 
predictors-outcomes linkages was determined using the 
four-step rule outlined by Preacher and Leonardelli (2001). 
Firstly, the effect of the predictors (POS and PWE) on the 
mediator (job satisfaction) was examined. Secondly, the effect 
of the predictors on each criterion variable (OC and OCB) 
independent of job satisfaction was investigated. Thirdly, 
the effect of job satisfaction on each criterion variable was 
examined. Lastly, evidence of partial or full mediation was 
determined by including job satisfaction along with POS 
and PWE as predictors of each criterion variable. Evidence 
of partial mediation is obtained when the effect of the 
predictors on the criterion becomes less, as indicated by the 
change in regression coefficients and the Sobel test (Preacher 
& Leonardelli, 2001). There is full mediation when such an 
effect becomes nonsignificant. 

Results
Table 1 presents means, standard deviations (SD), internal 
consistency reliabilities, and correlations for each of the 
measures. The descriptive statistics in Table 1 indicate 
interesting findings. Only the reported levels of OCB was 
relatively high (M = 4.35, SD = 0.42) whereas the other 
variables were moderate: PWE (M = 3.61, SD = 0.46), POS 
(M = 3.32, SD = 0.75), job satisfaction (M = 3.51, SD = 0.71), 
and OC (M = 3.87, SD = 0.78). Consistent with past studies, 
correlations between the variables are positive and generally 
small to moderate (Table 1).

Test of hypotheses
It was hypothesised that the predictors (PWE and POS) 
could be positively related to OC and OCB. The hierarchical 
regression results in Table 2 indicate significant main effects 
for PWE and POS in step II after the biographics (age, 
sex, tenure and rank) were controlled for in step I. PWE 
was positively related to OCB (b = 0.09, p < 0.001) and OC 
(b = 13, p < 0.001) therefore supporting Hypothesis 1. 
Similarly, Hypothesis 2 was supported because POS was 
significantly related to OCB (b = 13, p < 0.001) and OC
(b = 43, p < 0.001). In step III, there was a positive relationship 
between job satisfaction and OCB (b = 0.16, p < 0.01) and OC 
(b = 0.42, p < 0.001).
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Furthermore, in Table 2, in step III the hypothesised 
mediating influence of job satisfaction was examined. The 
inclusion of job satisfaction in the equation led to a decrease 
in magnitude of regression coefficient of PWE with OCB 
(b = 0.07, p < 0.01) and OC (b = 0.09, p < 0.01). The Sobel 
test indicated significant partial mediation influence of job 
satisfaction on OCB (Z = 3.18, p < 0.05) and OC (Z = 6.76, 
p < 0.05). These results support Hypothesis 3 that higher PWE 
leads to job satisfaction, which in turn, motivates employees’ 
psychological attachment to the organisation and willingness 
to perform OCB. However, there is a full mediation effect 
by job satisfaction on the POS→OCB linkage (b = 0.06, not 
significant) and partial mediation for POS→OC relationship 
(b = 26, p < 0.001) (Sobel Z = 10.12, p < 0.05) (Table 2). Thus, 
job satisfaction fully mediates the relation between POS and 
OCB and partially mediates the POS→OC linkage in support 
of Hypothesis 4.
 
However, two alternative models to those hypothesised in 
this study were tested. The first alternative model posited that 
organisational commitment would mediate the relationships 
between job satisfaction and PWE and POS. Secondly, 
OCB would mediate the linkages between job satisfaction 
and PWE and POS. The results showed that organisational 
commitment fully mediated the relationship between PWE 
and job satisfaction whilst it partially mediated the POS→job 
satisfaction linkage (b = 0.28, p < 0.0001) (Sobel Z = 4.83, 
p < 0.05). The citizenship behaviours partially mediated the 
relationships between job satisfaction and PWE (b = 0.07, 
p < 0.05) (Sobel Z = 2.07, p < 0.05) and POS (b = 0.39, p < 0.0001) 
(Sobel Z = 2.22, p < 0.05). 

Discussion
The aim of the present study was to test a model linking the 
predictors (POS and PWE), job satisfaction and employee 
outcomes (OCB and commitment) amongst agriculture 
workers in Nigeria. The findings indicate that the predictors 
(POS and PWE) and job satisfaction are important in 
explaining OCB and commitment. As hypothesised, job 
satisfaction fully mediated the relation between POS and 
OCB and partially mediated the relationship between POS 

and commitment. In addition, job satisfaction partially 
mediated the relationships between PWE and OCB and 
commitment.

The hypothesised positive relationships between PWE 
and commitment and OCB were supported in this study. 
Similar to Ryan (2002), and Williams and Sandler (1995) the 
endorsement of PWE by respondents is significantly related 
to OCB and commitments. This result affirms that PWE 
adherents are likely to engage in cooperative behaviour and 
show stronger attachment to the organisation.

As expected, the hypothesised positive relationships 
between POS and commitment and OCB were supported in 
the present study. In corroboration with past studies higher 
POS was strongly associated with performance of OCB and 
commitment (Bishop et al., 2000; Ladebo, 2009; Rhoades & 
Eisenberger, 2002). This implies that perceived support from 
the organisation motivates employees to perform OCB and 
show stronger attachment to the values of the organisation.

In line with past studies, this study demonstrated that 
satisfaction on the job could be a reciprocation of perceived 
support from the organisation (Rhoades & Eisenberger, 
2002) and an endorsement of PWE (Randall & Cote, 1991). 
This suggests that agriculture employees reciprocate their 
employers’ perceived support by developing positive affect 
to the job. And employees who expend greater effort on the 
job are likely to enjoy their job. 

Conclusions and recommendations
This study indicates that both PWE and POS are important in 
motivating agriculture employees to develop positive work 
outcomes (citizenship behaviours and commitment) through 
job satisfaction. The initial reaction of agriculture employees 
to POS and endorsement of PWE is a satisfaction with the job. 
Satisfaction with a job provides the motivation for employees 
to develop attachment to the values and goals of the 
organisation, and engage in OCB. Therefore, the mediating 
effect of job satisfaction is important in understanding 
agriculture employees’ outcomes. An implication of this 
study is that job satisfaction is amenable to managerial 

TABLE 1: Intercorrelation of variables, alpha coefficients and descriptive statistics.

Variable 1 2 3 4 5 6 7 8 9

1. Age - - - - - - - - -

2. Sex -0.18** - - - - - - - -

3. Tenure 0.69** -0.09 - - - - - - -

4. Rank 0.50** -0.05 0.60**  - - - - - -

5. Job satisfaction 0.21** 0.07 0.13* 0.05 0.79 - - - -

6. Protestant work ethics 0.19** 0.07 0.18** 0.11 0.26** 0.72 - - -

7. Organisational commitment 0.24** -0.05 0.23** 0.16* 0.59** 0.31** 0.88 - -

8. POS 0.20** 0.05 0.17** 0.14* 0.56** 0.17** 0.54** 0.86 -

9. OCB 0.11 -0.07 0.08 0.05 0.33** 0.26** 0.41**  0.27** 0.62

Mean 40.7 - 11.74 - 3.51 3.61 3.87 3.32 4.35

SD 7.51 - 7.09 - 0.71 0.46 0.78 0.75 0.42

POS, perceived organisational support; OCB, organisational citizenship behaviours; SD, standard deviation.
Values are given as N = 223.
Alpha reliability coefficients in bold italic in diagonal. 
*, p < 0.05; **, p < 0.01
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interventions. Firstly, human resources managers may wish 
to select new employees based on the endorsement of PWE. 
This appears warranted because agriculture employees who 
have internalised work ethic values readily ascribe to hard 
work and enjoy their job. Secondly, managers should enact 
policies that will satisfy the socio-emotional and affiliative 
needs of employees. When agriculture employees perceive 
their employers as being supportive by providing resources 
that the employees need to cope with workplace conditions, 
this might encourage them to be satisfied with their jobs. 

The present study has a number of limitations. Firstly, there 
is the need to exercise caution in interpreting the results 
because of the lower reliability of the OCB scale (a = 0.62). 
The lower reliability could have attenuated the relationships 
between OCB and other variables (Schmitt, 1996). Secondly, 
the study was cross-sectional making it difficult to determine 
causal relationships between the predictors, mediator, and 
outcomes. In addition, there are alternative explanations 
for the ordering of the variables in this study. There is 
the possibility that agriculture employees who have high 
levels of PWE and perceive the organisation as caring 
may exhibit stronger attachment to the organisation and 
perform citizenship behaviours, which may produce higher 
satisfaction. The alternative model was tested and the results 
are twofold. 

Firstly, organisational commitment fully mediated the 
relationship between PWE and job satisfaction whilst it 
partially mediated the POS→job satisfaction linkage. Thus, 
in line with extant literature, employees who endorse the 
protestant work values would develop stronger attachment 
to the values and goals of the organisation (Williams & 
Sandler, 1995), which will result in higher job satisfaction. 
Further, the partial mediating mechanism of organisational 

commitment on the linkage between POS and satisfaction, 
points to the social exchanges between the organisation and 
its employees. It is believed that employees initially react 
to the benevolent acts of the organisation by developing a 
strong sense of belonging to the organisation (Eisenberger et 
al., 2001; Ladebo, 2009; Rhoades & Eisenberger, 2002), which 
will lead to higher job satisfaction. 

Secondly, citizenship behaviours partially mediated the 
relationships between job satisfaction and PWE and POS. 
In line with past studies, this result suggests that employees 
would perform OCB because of a strong sense of work ethics as 
well as in reciprocation for being supported by the employing 
organisation (Ladebo, 2009; Rhoades & Eisenberger, 2002; 
Ryan, 2002). Finally, employees who readily engage in OCB 
will develop feelings of satisfaction with the job (see Ladebo, 
2008). Recent research effort indicates that when employees 
voluntarily engage in OCB, this results in higher satisfaction 
as opposed to if organisations compulsorily request the 
performance of OCB and employees develop dissatisfaction 
with their job. The performance of some OCBs may arise 
from abusive supervision, co-ercive managerial strategies, 
or social pressure by peers (Vigoda-Gadot, 2007). Therefore, 
employees’ commitment to the organisation and willingness 
to perform citizenship behaviours could each be an outcome 
for employees or they could mediate outcomes for agriculture 
workers. These employee attitudes are open to managerial 
interventions. Therefore, agriculture managers need to 
understand the factors that promote the employee attitudes 
to achieve effective management of extension personnel.

However, the results of the alternative model demonstrate the 
many possible different orderings of focal constructs in this 
study. Future studies based on longitudinal or experimental 
designs are required to test the causal relationships amongst 

TABLE 2: Hierarchical regression results for predictors, mediator and outcomes.

Variable Satisfaction Citizenship behaviours Commitment

b b1 b2 b3 b1 b2 b3
Step I: Personals

1. Age 0.15* 0.03 0.00 0.00 0.09 0.02 -0.01

2. Sex 1.27 -0.39 -0.74 -0.84 -0.18 -0.99 -1.24

3. Tenure 0.00 0.00 0.00 0.00 0.07 0.05 0.06

4. Rank -0.47 0.00 -0.03 0.06 0.06 -0.04 0.2

R2(adjusted) -0.05 0.05 0.00 - 0.05 - -

∆R2 (0.07)* -0.02 - - (0.07)* - -

Step II: Main

5. PWE 0.08* - 0.09** 0.07a,* - 0.13** 0.09b,*

6. POS 0.42** - 0.13** 0.06 - 0.43** 0.26c,**

R2(adjusted) 0.35 - 0.11 - - 0.35 -

∆R2 (0.30)** - (0.12)** - - (0.30)** -

Step III: Mediator

Job Satisfaction - - - 0.16* - - 0.42**

R2(adjusted) - - - 0.14 - - 0.44

∆R2 - - - (0.04)* - - (0.09)**

Values are given as N = 223.
a, Sobel test (z) = 3.18, p < 0.05.
b, Sobel test (z) = 6.76, p < 0.05. 
c, Sobel test (z) = 10.12, p < 0.05.
*, p < 0.01; **, p < 0.001
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the variables in this study. Third, this study is based on 
self-report data obtained at a single time point therefore; 
there is the possibility of contamination of data because of a 
monomethod bias. 

To eliminate the possibility of method bias, the scale items 
were ordered randomly in the survey and the data was 
subjected to Harman’s 1-factor test (Podsakoff, MacKenzie, 
Lee & Podsakoff, 2003; Podsakoff & Organ, 1986). The results 
from a factor analysis of all items suggest that a single-
dominant factor did not emerge, suggesting that method 
bias was not responsible for the magnitude of bivariate 
correlations between the variables. However, scholars 
suggest that self-reporting is still a vital tool for data collection 
in organisational behaviour research and that its use may 
not necessarily lead to inflation of relationships between 
variables (Bruk-Lee & Spector, 2006; Harrison, McLaughlin 
& Coalter, 1996). 
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