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Abstract and Keywords

The current chapter reviews theory and findings with regard to relationships between 
gender and organizational citizenship behavior (OCB). Based on self-report OCB studies, 
female employees tend to report that they perform more communal OCB (e.g., altruism) 
than do male employees, whereas male employees tend to report that they perform more 
agentic OCB (e.g., sportsmanship) than do female employees. However, supervisors do 
not appear to rate male and female employees differently on OCB performance. Our re­
view also suggests that even with the same amount of OCB performance, female employ­
ees tend to be disadvantaged with regard to career-related outcomes (e.g., promotion) 
relative to male employees. For future research, we encourage researchers to distinguish 
between actual and perceived OCB performance and examine associated gender differ­
ences. Measurement invariance of OCB across gender, different career success outcomes 
between males and females, and the effects of gender egalitarianism in cultures also need 
further investigation.

Keywords: organizational citizenship behaviors, gender role beliefs, gender role differences, communal behaviors, 
agentic behaviors, gender egalitarianism, career-related outcomes

The study of organizational citizenship behavior (OCB) has flourished over the past sever­
al decades (e.g., Organ, Podsakoff, & Podsakoff, 2011; Podsakoff, MacKenzie, & Organ, 
2006). Much of the existing OCB research has focused on antecedents such as disposi­
tional variables and job attitudes (e.g., Chiaburu, Oh, Berry, Li, & Gardner, 2011; Ilies, 
Fulmer, Spitzmuller, & Johnson, 2009). In addition, a considerable body of research has 
demonstrated that OCB predicts a wide variety of individual outcomes (Podsakoff, Whit­
ing, Podsakoff, & Blume, 2009) that include evaluations of overall performance (e.g., 
Allen & Rush, 1998; Motowidlo & Van Scotter, 1994; Whiting, Podsakoff, & Pierce, 2008) 
and organizational rewards (e.g., Allen, 2006; Allen & Rush, 1998; Hui, Lam, & Law, 
2000; Jawahar & Ferris, 2011; Van Scotter, Motowidlo, & Cross, 2000). Pertinent to this 
chapter, a small body of research has focused on OCB and gender. Specifically, re­
searchers have examined if ratings of, and the outcomes associated with, OCB differ 
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across gender (e.g., Allen, 2006; Allen & Rush, 2001; Farrell & Finkelstein, 2007; Kidder 
& Parks, 2001).

An in-depth review of the existing literature that links OCB and gender at this juncture is 
important for several reasons. There is a long history of research investigating gender dif­
ferences in task performance evaluations (e.g., Joshi, Son, & Roh, 2015). We know that 
men and women are often evaluated differently for their task performance. For example, 
recent research indicates that the competence signals that enable both men and women 
job applicants to be hired (e.g., educational attainment) can result in a drop in the subse­
quent performance evaluations of women. Specifically, Inesi and Cable (2015) found that 
women with stronger competence signals were given worse performance evaluations 
than were women with weaker competence signals. Given that OCB is related to a variety 
of (p. 222) organizational rewards, a similar body of research examining OCB ratings is 
needed. If men and women are consistently evaluated differently with regard to OCB, 
there are implications for workplace fairness and career advancement. By taking stock of 
the small body of existing research, we provide researchers with a roadmap for conduct­
ing future research in this area.

The purpose of the current chapter is to review the literature that links OCB and gender. 
First, we begin the chapter with a review of theoretical perspectives that provide expla­
nations as to why gender should be taken into account when considering the performance 
of OCB. Second, we review research findings from both the organizational behavior and 
the social psychology literatures that concern the direct relationship between OCB and 
gender. Third, we examine gender as a moderator of predictor–OCB relationships fol­
lowed by gender as a moderator of OCB–outcome relationships. Fourth, we review the 
small number of studies that have examined gender of the supervisor as a variable of in­
terest associated with OCB. Finally, we conclude the chapter with a discussion of implica­
tions and future research.

Theoretical Background

Gender Role Beliefs

Gender is often described as the most recognized and earliest learned social dichotomy 
(Fausto-Sterling, 1985; Fiske & Taylor, 1991). Gender differentiation begins at birth (e.g., 
blue is for boys and pink is for girls) and continues throughout the adult life span (e.g., 
women should take care of the children and men should take care of the lawn). Gender 
roles refer to the shared beliefs that apply to members of society based on their socially 
identified sex (Eagly, 1987). Societal views with regard to the idea that there are careers, 
activities, and emotions that are better suited for one sex over the other sex are pervasive 
and persistent across time. Such perspectives lead to stereotyped views of men and 
women. Descriptive stereotypes refer to beliefs with regard to what men and women are 
assumed to be like, whereas prescriptive stereotypes refer to the ways in which men and 
women ought to behave (Eagly, 1987; Heilman, 2001). Women are presumed to possess 
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high levels of communal attributes such as friendliness, unselfishness, and concern for 
others, whereas men are thought to possess agentic attributes such as confidence, inde­
pendence, and assertiveness (e.g., Bakan, 1966; Eagly, 2009). The traits ascribed to each 
gender become the basis for judgments concerning the suitable ways in which women 
and men should and should not behave at home and at work. For example, women should 
be family caretakers, whereas men should be financial providers. As described by Eagly 
(2009), gender role beliefs are embedded in the expectations of others and therefore can 
act as a social norm. Moreover, others often punish those who commit norm violations 
(Cialdini & Trost, 1998).

Gender role beliefs imply different prosocial behaviors across men and women (Eagly, 
2009). As noted by Eagly, prosocial behaviors are more common to women to the extent 
that the behavior has a communal focus and more common to men to the extent that the 
behavior has an agentic focus. Also, Spence and Helmreich (1980) argued that feminine 
behaviors or expressive behaviors (e.g., empathy) are considered other-oriented behav­
iors, whereas masculine or instrumental behaviors (e.g., competitiveness) are considered 
self-oriented behaviors. Based on their arguments, Kidder and Parks (2001) indicated that 
other-oriented behaviors (e.g., OCB-I, altruism, courtesy) are consistent with female com­
munal characteristics, and self-oriented behaviors (e.g., OCB-O, civic virtue, conscien­
tiousness, sportsmanship) are consistent with male agentic characteristics.

Several studies have investigated expectations to perform OCB, providing some evidence 
that OCB is indeed a sex-stereotyped behavior. However, support for dimension-specific 
ties has been mixed. Allen and Rush (2001) examined rater expectations for men and 
women to engage in OCB. Overall, they found that there were greater expectations for 
women than for men to perform OCB. Allen and Rush did not examine dimensional differ­
ences, asserting that in general women would be more expected to engage in OCB than 
would men. Consistent with the theorizing of Kidder and Parks (2001), Ehrhart and God­
frey (2003) found that helping behaviors (OCB-I) were more consistent with participants’ 
schema for women, whereas civic virtue behaviors (OCB-O) were more consistent with 
participants’ schema for men. Farrell and Finkelstein (2007) examined sex differences at 
the dimensional level and found that there were greater expectations for women than for 
men to perform altruism across three studies. However, only one of the three studies pro­
vided evidence to support the notion that men would be expected to engage in civic virtue 
behaviors more so than would women. Across two studies, Chiaburu, Sawyer, Smith, 
Brown, and Harris (2014) found that by (p. 223) activating gender stereotypes, partici­
pants expected more civic virtue from male employees than from female employees. Chi­
aburu, Harris, and Smith (2014) focused on expectations concerning sportsmanship citi­
zenship behaviors, finding no gender differences in sportsmanship citizenship behaviors 
performance.
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Shifting Standards

The basic premise that underlies the shifting standards model is that stereotypes activate 
within-category standards (Biernat, 2003, 2012). For example, assuming a stereotype that 
women are more suitable preschool teachers than are men, one is likely to judge the 
preschool teaching performance of a particular man relative to standards for men and the 
preschool teaching performance of a particular woman relative to standards of perfor­
mance for women. The result is that strong performance by a woman does not mean the 
same as does strong performance by a man. In essence, raters do not make ratings based 
on the average performance of preschool teachers, but rather they shift their rating to 
sex-specific standards for rating men and women.

These types of shifts in judgments are theorized to be possible due to the subjectivity of 
language (Biernat, 1993, 2003). Specifically, routinely used adjectival evaluations (e.g., 
“she is strong”; “he is emotional”) rely on language open to interpretation, thus enabling 
individuals to receive similar labels that may actually differ on the construct in question. 
For example, a “big” domestic housecat is not the same size as a “big” tiger. Within-cate­
gory scales such as Likert-type scales permit shifts in judgment to occur in that their rat­
ed points can be differentially defined and adjusted according to the individual rater. In 
contrast, common-rule or objective scales rely on units of measurement that have con­
stant meaning across contexts. That is, they are tied to units of measurement that are not 
easily differentially adjusted (e.g., standardized test scores; inches; dollars earned; per­
centages).

The shifting standards model predicts that ratings based on common-rule formats are 
more likely to reveal assimilative stereotyping effects, whereas ratings based on within- 
category formats may mask the influence of stereotypes or suggest a contrast effect. For 
example, because we have different behavioral expectations about men versus women, an 
“aggressive” man may have engaged in different behaviors than an “aggressive” women 
but be rated similarly on scales based on subjective rating units (i.e., Likert-type scales) 
(Biernat, 2012). Evidence for the existence of shifting rating standards has been found in 
a variety of domains that pertain to gender, including height estimates, athleticism, and 
leadership competence (e.g., Biernat, Crandall, Young, Kobrynowicz, & Halpin, 1998; 
Biernat & Kobrynowicz, 1997; Biernat, Manis, & Nelson, 1991). Moreover, meta-analytic 
research shows that when judging targets on dimensions that favor high-status group 
members (e.g., the hireability of men and women for masculine jobs), stereotypical judg­
ments (e.g., men judged more favorably than women in this case) were significantly 
stronger when based on common-rule response scales (d = .47) than when based on sub­
jective response scales (d = .19) (Manning et al., 2011). Applied to ratings of OCB, consis­
tent with shifting standards, Wilkinson and Allen (2006) found that women were rated as 
performing more OCB than were men and that the rating difference was larger when the 
response format was based on a common metric than when the response format was 
based on a Likert-type scale.
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Gender as a Predictor of Organizational Citi­
zenship Behavior/Prosocial Behavior
One issue of interest is the relationship between gender and OCB. That is, do differences 
exist with regard to the extent men and women engage in OCB? In this section, we re­
view literature drawn from industrial-organizational psychology/organizational behavior 
(IO/OB) and from social psychology that concerns the relationship between gender and 
OCB/prosocial behavior. We review the IO/OB literature first, followed by the social psy­
chology literature.

Industrial-Organizational Psychology/Organizational Behavior

The literature concerning OCB and gender varies in several ways. One is the source of 
data concerning OCB. In some studies, self-reports are provided, and in other studies, su­
pervisors provide reports. A second variation is the way in which OCB is operationalized. 
For example, researchers may operationalize OCB as a unidimensional construct or may 
consider multiple facets of OCB. Accordingly, we organize our review as follows: (1) self- 
ratings of unidimensional OCB, (2) self-ratings of multidimensional OCB, and (3) supervi­
sor ratings of employee unidimensional and multidimensional OCB. Table 13.1 provides a 
summary of (p. 224) (p. 225) (p. 226) findings organized by each of the three categories not­
ed earlier.
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Table 13.1 Summary of Studies Examining Gender as a Predictor of 
Organizational Citizenship Behavior (OCB)/Prosocial Behavior

Study Sample Type of OCB Signifi­
cant 
Gender 
Differ­
ences?

Studies Examining Self-Ratings of Unidimensional OCBs

Ang, Van 
Dyne, and Be­
gley (2003)

466 Chinese tech­
nical employees 
(253 local employ­
ees and 213 for­
eign workers) 
working in Singa­
pore (28% female 
local employees; 
14% female for­
eign workers)

Helping behav­
ior

No

Beauregard 
(2012)

223 British from 
local government 
council and a col­
lege (62.3% fe­
male)

Composite 
OCB (interper­
sonal helping, 
loyal booster­
ism, CV, com­
pliance/obedi­
ence)

No

Lambert, 
Hogan, Dial, 
Altheimer, 
and Barton- 
Bellessa 
(2012)

160 staff at a Mid­
west correctional 
facility (41% fe­
male)

Composite 
OCB (altruism 
and compli­
ance)

No

Lev and 
Koslowsky 
(2012)

153 Israeli high 
school teachers 
(76.5% female)

Helping behav­
ior

No
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Lovell et al. 
(1999)

96 US resident ad­
visers at East 
Coast university 
(57.3% female)

Composite 
OCB (altruism, 
CV, conscien­
tiousness, 
courtesy, and 
sportsman­
ship)

No

Watty-Ben­
jamin and 
Udechukwu 
(2014)

185 US employees 
(80% female)

Composite 
OCB

Female < 
male

Studies Examining Self-ratings of Multi-dimensional OCBs

Allen (2006) 440 US employees 
(162 from utility 
company; 278 
from women’s pro­
fessional business 
association) 
(74.8% female)

OCB-I and 
OCB-O

No

Cheung and 
Cheung 
(2013)

242 Chinese full- 
time school teach­
ers (68.9% female)

OCB-I and 
OCB-O

No

Farh, Earley, 
and Lin 
(1997)

206 Taiwanese em­
ployees from eight 
companies in elec­
tronics industry 
(44.4% female)

Chinese five- 
dimension 
OCBs (altru­
ism, conscien­
tiousness, 
identification 
with company, 
interpersonal 
harmony, and 
protecting 
company re­
sources)

No
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Kidder (2002) 251 nurses from 
Midwest state 
nurses’ associa­
tion; 195 engi­
neers from north­
eastern university 
engineering school 
alumni (86.9% fe­
male nurses; 
27.7% female engi­
neers)

Altruism, CV Altruism: 
female > 
male
CV: male 
> female

Lin (2008) 314 Taiwanese 
evening college 
students (58.6% 
female)

Altruism, CV, 
conscientious­
ness, courtesy, 
sportsmanship

Altruism: 
female > 
male
Sports­
manship: 
male > 
female
Non­
signifi­
cant: CV, 
conscien­
tiousness, 
and cour­
tesy

Morin, Mori­
zot, Boudrias, 
and Madore 
(2011)

560 Canadians 
from three service 
organizations (270 
insurance compa­
ny, 170 pharma­
ceutical company, 
120 communica­
tions company) 
(65.6% female)

OCB–Cus­
tomers, OCB– 

Group, OCB– 

Organization, 
OCB–Supervi­
sor, OCB–Tasks

OCB–Cus­
tomers: 
male > 
female
OCB– 

Group: 
male > 
female
OCB–Or­
ganiza­
tion: male 
> female
OCB–Su­
pervisor: 
male > 
female
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Non­
signifi­
cant: 
OCB– 

Tasks

Piercy, 
Cravens, and 
Lane (2003)

267 British sales 
managers (23.6% 
female)

CV, conscien­
tiousness, 
courtesy, help­
ing behaviors, 
sportsmanship

CV: male 
> female
Conscien­
tiousness: 
female > 
male
Non­
signifi­
cant: 
courtesy, 
helping 
behav­
iors, and 
sports­
manship

Ryan (2001) 116 US accounting 
and consulting 
firm employees 
(46% female)

CV, helping, 
sportsmanship

Sports­
manship: 
male > 
female
Non­
signifi­
cant: CV 
and help­
ing

Schuster­
schitz, Stum­
mer, and 
Geser (2012)

132 Austrians at­
tending profes­
sional develop­
ment course (43% 
female)

Altruism, CV, 
conscientious­
ness, loyalty, 
sportsmanship

Loyalty: 
female > 
male
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Non­
signifi­
cant: al­
truism, 
CV, con­
scien­
tiousness, 
sports­
manship

Zhang (2014) 1110 Chinese in 
variety of jobs and 
occupations (43% 
female)

Altruism, CV, 
conscientious­
ness, courtesy, 
sportsmanship

Altruism: 
female > 
male
CV: fe­
male > 
male
Non­
signifi­
cant: con­
scien­
tiousness, 
courtesy, 
sports­
manship

Studies Examining Supervisor-Ratings of Employee Unidimen­
sional and Multidimensional OCBs

Aquino and 
Bommer 
(2003)

418 US manufac­
turers from five lo­
cations (66% fe­
male)

Composite 
OCB (altruism 
courtesy, 
sportsman­
ship)

No

Carter, 
Mossholder, 
Feild, and Ar­
menakis 
(2014)

230 pairs of US su­
pervisors and sub­
ordinates working 
in various indus­
tries (36% female 
subordinates; 33% 
female supervi­
sors)

Composite 
OCB (altruism, 
CV, conscien­
tiousness, 
courtesy, 
sportsman­
ship)

No
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Cropanzano, 
Rupp, and 
Byrne (2003) 
—Study 1

204 US subordi­
nates and 150 su­
pervisors working 
in a large hospital 
(81.9% female sub­
ordinates)

OCB-I and 
OCB-S (toward 
a supervisor)

No

Cropanzano, 
Rupp, and 
Byrne (2003) 
—Study 2

232 pairs of US su­
pervisors and sub­
ordinates working 
in various indus­
tries (76% female)

OCB-O and 
OCB-S (toward 
a supervisor)

OCB-O: 
female > 
male
Non­
signifi­
cant: 
OCB-S

Diefendorff, 
Brown, 
Kamin, and 
Lord (2002)

130 US employed 
college students 
(66.9% female)

Altruism, CV, 
conscientious­
ness, courtesy, 
and sports­
manship

No

Kacmar, 
Bachrach, 
Harris, and 
Zivnuska 
(2011)

288 US full-time 
state government 
employees (54% 
female)

Person-focused 
OCB and task- 
focused OCB

No

Loi and Ngo 
(2009)

256 pairs of Chi­
nese supervisors 
and subordinates 
in a foreign-invest­
ment enterprise 
(46.6% female sub­
ordinates; 48.1% 
female supervi­
sors)

OCB-I and 
OCB-O

No

Wilkinson and 

Allen (2006)
195 US employees 
from multiple com­
panies (51.3% fe­
male); 220 super­
visor raters (34.5% 
female)

OCB-I and 
OCB-O

Common- 
metric 
rating of 
OCB-I: fe­
male > 
male
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Likert- 
type rat­
ings of 
OCB-I: fe­
male > 
male
Non­
signifi­
cant: 
common- 
metric 
rating of 
OCB-O, 
Likert- 
type rat­
ings of 
OCB-O

CV, civic virtue.

Self-Ratings of Unidimensional Organizational Citizenship Behavior

Several studies are based on employee self-reported measures of overall OCB. There is 
little evidence to show that self-reports of OCB are associated with gender (e.g., Ang, Van 
Dyne, & Begley, 2003; Beauregard, 2012; Lambert, Hogan, Dial, Altheimer, & Barton-Bel­
lessa, 2012; Lev & Koslowsky, 2012; Lovell et al., 1999). In other words, women and men 
do not differ in their own reports of performance of OCB. This finding also appears to be 
robust across occupations and countries. It is worth noting that all of these studies have 
been based on Likert-type agreement scales.

In a departure from the nonsignificant effects reported earlier, Watty-Benjamin and 
Udechukwu (2014) found gender was significantly associated with self-ratings of overall 
OCB, such that women reported higher scores than did men. The sample was drawn from 
the three main branches of government in the United States.

Self-Ratings of Multidimensional Organizational Citizenship Behav­
ior

Multiple studies have investigated gender differences and self-reports of various OCB di­
mensions. Different dimensional structures have been employed. Some studies are based 
on Organ’s (1988) five dimensions: OCB–altruism (helping), OCB–civic virtue, OCB–con­
scientiousness, OCB–loyalty (courtesy), and OCB–sportsmanship (e.g., Kidder, 2002; Lin, 
2008; Piercy, Cravens, & Lane, 2003; Ryan, 2001; Schusterschitz, Stummer, & Geser, 
2012; Zhang, 2014). Other studies used two dimensions: OCB-I and OCB-O (e.g., Allen, 
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2006; Cheung & Cheung, 2013). Finally, there are some studies based on unique facets 
(e.g., Farh, Earley, & Lin, 1997; Morin, Morizot, Boudrias, & Madore, 2011).

We first summarize results based on Organ’s (1988) five dimensions. Lin (2008) showed 
women reported higher OCB–altruism scores than did men and men reported higher 
OCB–sportsmanship scores than did women. No gender differences were found on self-re­
ported OCB–civic virtue, OCB–conscientiousness, or OCB–courtesy. Zhang (2014) also 
used Organ’s five facets. Results revealed that (p. 227) women self-reported greater OCB– 

altruism and greater OCB–civic virtue than did men; however, no gender differences were 
found in self-ratings of OCB–conscientiousness, OCB–courtesy, or OCB–sportsmanship.

In another study based on Organ’s five facets, Schusterschitz et al. (2012) found women 
self-reported greater loyalty (i.e., courtesy) than did men. No other significant gender dif­
ferences were detected. However, results of this study should be viewed with caution giv­
en that the alpha values of all OCB facets were low (ranging from .54 to .72). Piercy et al. 
(2003) found male managers reported more OCB–civic virtue behaviors than did female 
managers and female managers reported more OCB–conscientiousness than did male 
managers. However, no gender differences were found on OCB–courtesy, OCB–helping 
behaviors, or OCB–sportsmanship. Ryan (2001) used three of Organ’s dimensions and 
sampled professionals in the United States. Male employees reported that they were 
more likely to engage in OCB–sportsmanship than did female employees. No gender dif­
ferences were detected with regard to OCB–civic virtue or OCB–helping.

Kidder (2002) focused on two facets: OCB–altruism and OCB–civic virtue. Results showed 
males reported greater OCB–civic virtue than did females and females reported greater 
OCB–altruism than did males. Kidder (2002) also assessed the subjective gender orienta­
tion of employees. Masculine orientation was related to OCB–civic virtue and to OCB–al­
truism. Feminine orientation was related to OCB–altruism, but not to OCB–civic virtue.

Several studies have been based on the OCB-I and OCB-O distinction. Results showed 
that gender was not significantly related to self-ratings of OCB-I or to self-ratings of OCB- 
O (Allen, 2006; Cheung & Cheung, 2013).

A few studies have been conducted using other ways of dimensionalizing OCB. Morin et 
al. (2011) included OCB–customer, OCB–group, OCB–organization, OCB–supervisor, and 
OCB–tasks. Results indicated gender was significantly associated with self-ratings of 
OCB–customer, OCB–group, OCB–organization, and OCB–supervisor such that men re­
ported higher OCB than did women. No significant difference was found for OCB–tasks. 
Farh et al. (1997) used the Chinese OCB scale, which includes five facets: altruism toward 
colleagues, conscientiousness, identification with company, interpersonal harmony, and 
protecting company resources. Results showed no gender differences across self-reports 
of any of the facets.
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Supervisor Ratings of Unidimensional and Multidimensional Organi­
zational Citizenship Behavior

Employee self-ratings of OCB measures are prevalent in the current literature due to the 
relative ease of the data collection process. However, to avoid common source bias, OCB 
is often measured based on data from other sources such as supervisors. This section 
summarizes studies that examined employee gender differences based on supervisor rat­
ings of global OCB and of OCB facets (e.g., Aquino & Bommer, 2003; Carter, Mossholder, 
Feild, & Armenakis, 2014; Cropanzano, Rupp, & Byrne, 2003; Diefendorff, Brown, Kamin, 
& Lord, 2002; Kacmar, Bachrach, Harris, & Zivnuska, 2011; Loi & Ngo, 2009; Wilkinson 
& Allen, 2006). Specific findings are detailed next.

Based on an overall assessment of OCB, Aquino and Bommer (2003) found no significant 
target gender differences, nor did Carter et al. (2014). Kacmar et al. (2011) measured su­
pervisor ratings of task-focused OCB and person-focused OCB. No gender differences 
were revealed for task-focused OCB or for person-focused OCB.

Cropanzano et al. (2003) conducted two studies. In both studies, supervisors reported 
their subordinates’ OCB directed toward the organization (OCB-O) and OCB directed to­
ward one’s supervisor (OCB-S). In Study 1, employee gender was not significantly related 
to OCB-O or to OCB-S. In Study 2, employee gender was significantly related to OCB-O 
such that women were rated as providing more OCB-O than were men. No differences 
were found with regard to OCB-S.

Wilkinson and Allen (2006) examined OCB-I and OCB-O based on measures that employed 
a Likert-type “strongly disagree” to “strongly agree” scale and found that supervisors re­
ported that women engaged in more OCB-I than did men. No significant difference in 
OCB-O was detected. In a test of shifting standards theory, they also used a rating scale 
based on a common metric. Results were similar in that supervisors reported that women 
were more likely to engage in OCB-I than were men, but no significant difference in OCB- 
O was detected. Loi and Ngo (2009) conducted a similar study examining supervisor rat­
ings of OCB-I and OCB-O and found no significant employee gender differences.

(p. 228) Diefendorff et al. (2002) obtained supervisor ratings of five OCB facets: OCB–al­
truism, OCB–civic virtue, OCB–conscientiousness, OCB–courtesy, and OCB–sportsman­
ship. No gender differences were detected for across any of the dimensions.

Summary
Overall several patterns emerge from our review of the relationship between OCB and 
gender. First, gender differences are more likely to be detected with self-reports rather 
than with supervisor reports of OCB. Second, gender differences are more likely to 
emerge when multidimensional rather than global measures of OCB are used. Third, of 
the various dimensions, gender differences are most likely to emerge with regard to altru­
ism such that women are reported to engage in more of this behavior than are men. Re­
lated, differences in OCB–sportsmanship were reported in several studies. In those cases, 
men reported greater engagement than did women. These dimensional differences are 
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consistent with the gender-role perspective. We did not detect any patterns that indicated 
gender differences were more likely to emerge based on contextual factors (e.g., occupa­
tion, nation), but the number of studies overall may be too small at this juncture to identi­
fy such differences.

Social Psychology

Social psychologists have long been interested in examining the predictors of prosocial 
behavior. Dispositions and gender role expectations are thought to shape the prosocial 
behaviors of women and men (Wood & Eagly, 2010). As noted previously, women are de­
scribed as communal, whereas men are described as agentic (Eagly, 2009).

Research on dispositional differences indicates that women are more oriented toward 
helping and caring for others than are men in that in the aggregate women report greater 
altruism, agreeableness, and warmth relative to men (Costa, Terracciano, & McCrae, 
2001; Schmitt, Realo, Voracek, & Allik, 2008). In addition, consistent with the notion that 
women are driven by a communal desire to help others is research indicating that women 
have higher rates of charitable giving than do men (e.g., Leslie, Snyder, & Glomb, 2013; 
Simmons & Emanuele, 2007). Research also shows that women are more likely to provide 
social support, a form of helping others, than are men (e.g., Griffith, 1985; Neff & Karney, 
2005). Studies concerning cooperation suggest that women are more likely to engage in 
the cooperative types of behaviors that are most consistent with OCB and OCB-I in partic­
ular (Eagly, 2009; Eagly & Crowley, 1986). However, these findings may also depend on 
the situation. In a meta-analytic study, Balliet, Li, Macfarlan, and Van Vugt (2011) found 
that the overall average effect size for gender and cooperation was not statistically differ­
ent from zero. They reported that women are more cooperative than men in mixed-sex in­
teractions. Men are more cooperative than women in same-sex groups and become more 
cooperative over repeated iterations of a dilemma with the same partner. Meta-analytic 
research also indicates that men are more likely to engage in chivalrous or heroic acts of 
helping that require physical strength than are women (Eagly, 2009; Eagly & Crowley, 
1986). In sum, studies from social psychology linking gender and prosocial behavior have 
some consistency with those from the IO/OB literature in that they suggest that women 
are more likely to engage in altruistic behaviors than are men.

Gender as a Moderator
Some studies investigate gender as a moderator (1) in a relationship between a predictor 
and OCB or (2) in a relationship between OCB and an outcome. The following sections il­
lustrate the specific studies examining the moderating effects of gender on the relation­
ships. Findings are summarized in Table 13.2.
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Predictors–Organizational Citizenship Behavior Relationship

A variety of predictors of OCB have been investigated. Leader-related predictors (ethical 
leadership, leader–member exchange) have been examined in several studies with no 
gender moderating effects found (Kacmar et al., 2011; Lo, Ramayah, & Hui, 2006). Two 
studies have investigated gender as a moderator of the relationship between work–family 
conflict and OCB. Beham (2011) investigated two directions of work–family conflict and 
three dimensions of OCB. The two directions are work interference with family (WIF) and 
family interference with work (FIW), and the three dimensions of OCB are OCB directed 
toward the organization (OCB-O), OCB directed toward individuals (OCB-I), and task-ori­
ented OCB (OCB-T). Results revealed greater WIF was associated with lower OCB-O for 
men, but not for women. A different pattern emerged for FIW. Greater FIW was associat­
ed with less OCB-I and less OCB-T for women, but not for men. Similarly, Cloninger, Sel­
varajan, Singh, and Huang (2015) found greater FIW was negatively (p. 229) (p. 230)

(p. 231) (p. 232) associated with OCB for women, but weakly positively associated with 
OCB for men. They did not test for an interaction involving WIF. The pattern of findings is 
consistent with gender role theory, which would suggest that women may be particularly 
sensitive to interferences that occur in the family domain and thus reduce their OCB in­
put to help preserve resources.
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Table 13.2 Summary of Studies Examining Gender as a Moderator

Study Sample Type of OCB Findings

Predictor–OCB Relationship

Beauregard 
(2012)

223 British em­
ployees from lo­
cal government 
council and a 
college (62.3% 
female)

Composite OCB 
(interpersonal 
helping, loyal 
boosterism, CV, 
compliance/ 
obedience)

Self-efficacy 
⇒ OCB: 
males > fe­
males

Beham 
(2011)

286 Spanish em­
ployees (59.1% 
female)

OCB-I, OCB-O, 
OCB-T (toward 
tasks)

WIF ⇒OCB- 
O: males > 
females
FIW ⇒OCB-I: 
females > 
males
FIW ⇒OCB- 
T: females > 
males

Cloninger, 
Selvarajan, 
Singh, and 
Huang 
(2015)

435 US full-time 
employees work­
ing at various or­
ganizations 
(59% female)

Composite OCB FIW ⇒ OCB: 
females 
(negatively) 
> males 
(positively)

Farh, Ear­
ley, and Lin 
(1997)

206 Taiwanese 
employees from 
eight companies 
in electronics in­
dustry (44.4% 
female)

Chinese five-di­
mension OCBs 
(altruism, con­
scientiousness, 
identification 
with company, 
interpersonal 
harmony, pro­
tecting compa­
ny resources)

DJ, IJ, partic­
ipation ⇒ 
identifica­
tion with 
company: 
males > fe­
males
DJ, IJ, appeal 
mechanism 
⇒ altruism: 
males > fe­
males
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DJ, IJ ⇒ con­
scientious­
ness: males 
> females
DJ, IJ, partic­
ipation ⇒ in­
terpersonal 
harmony: 
males > fe­
males
IJ, participa­
tion ⇒ pro­
tecting com­
pany re­
sources: 
males > fe­
males
Not signifi­
cant:
Appeal 
mechanism 
⇒ identifica­
tion with 
company
Participation 
⇒ altruism 
toward col­
leagues
Participa­
tion, appeal 
mechanism 
⇒ conscien­
tiousness
Appeal 
mechanism 
⇒ interper­
sonal harmo­
ny
Appeal 
mechanism 
⇒ protecting 
company re­
sources
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van Em­
merik and 
Jawahar 
(2005)

178 Dutch from 
three organiza­
tions (95 bank, 
35 city council, 
48 university) 
(43.3% female)

Composite OCB Altruism ⇒ 
OCB: fe­
males > 
males
Nonsignifi­
cant:
Work hours 
⇒ OCB

Kacmar, 
Bachrach, 
Harris, and 
Zivnuska 
(2011)

288 US full-time 
state govern­
ment employees 
(54% female)

Person-focused 
OCB and task- 
focused OCB

Nonsignifi­
cant:
Perceptions 
of politics ⇒ 
Task-focused 
OCB, Person- 
focused OCB
Ethical lead­
ership ⇒ 
Task-focused 
OCB, Person- 
focused OCB

Lev and 
Koslowsky 
(2012)

153 Israeli high 
school teachers 
(76.5% female)

Helping behav­
iour

On-the-job 
embedded­
ness ⇒ OCB: 
females > 
males

Lo, Ra­
mayah, and 
Hui (2006)

94 pairs of 
Malaysian super­
visors–subordi­
nates in manu­
facturing compa­
nies (38% fe­
male subordi­
nates; 31% fe­
male supervi­
sors)

Altruism, CV, 
conscientious­
ness, and cour­
tesy

Nonsignifi­
cant:
Contribution 
respect ⇒ al­
truism, CV, 
conscien­
tiousness, 
courtesy
Affect loyalty 
⇒ altruism, 
CV, conscien­
tiousness, 
courtesy
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Schuster­
schitz, 
Stummer, 
and Geser 
(2012)

132 Austrians 
attending pro­
fessional devel­
opment course 
(43% female)

Altruism, CV, 
conscientious­
ness, loyalty, 
and sportsman­
ship

Anxiety at­
tachment ⇒ 
conscien­
tiousness: fe­
males > 
males
Avoidance 
attachment 
⇒ CV: fe­
males > 
males

Nonsignifi­
cant:
Anxiety at­
tachment ⇒ 
altruism, CV, 
loyalty, 
sportsman­
ship
Avoidance 
attachment 
⇒ altruism, 
conscien­
tiousness, 
loyalty, 
sportsman­
ship

Zhang 
(2014)

1110 Chinese 
employees at a 
variety of jobs 
and occupations 
(43% female)

Altruism, CV, 
conscientious­
ness, courtesy, 
and sportsman­
ship

Job involve­
ment ⇒ al­
truism, cour­
tesy, sports­
manship: 
males > fe­
males

Nonsignifi­
cant:
Job involve­
ment ⇒ CV, 
conscien­
tiousness
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OCB–Outcome Relationship

Allen (2006) 440 US employ­
ees (165 utility 
company, 278 
from women’s 
professional 
business associ­
ation) (74.8% fe­
male)

OCB-I and 
OCB-O

Significant:
OCB-O, OCB- 
I ⇒ promo­
tion: males > 
females
Nonsignifi­
cant:
OCB-O, OCB- 
I ⇒ salary

Aquino and 
Bommer 
(2003)

418 US manu­
facturers from 
the five loca­
tions (66% fe­
male)

Composite OCB 
(altruism cour­
tesy, sports­
manship)

Nonsignifi­
cant:
OCB ⇒ per­
ceived vic­
timization

Heilman 
and Chen 
(2005)— 

Study 1

135 US under­
graduate stu­
dents (about 
66% female)

Altruistic citi­
zenship (provid­
ed an altruistic 
citizenship be­
havior episode 
report)

Altruistic cit­
izenship 
⇒perfor­
mance evalu­
ation: males 
> females
Altruistic cit­
izenship 
⇒reward 
recommen­
dations: 
males > fe­
males

Nonsignifi­
cant:
Altruistic cit­
izenship 
⇒compe­
tence, inter­
personal ci­
vility
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Heilman 
and Chen 
(2005)— 

Study 2

99 US MBA and 
MA students 
(41% female)

Altruistic citi­
zenship (provid­
ed an altruistic 
citizenship be­
havior episode 
report)

Altruistic cit­
izenship ⇒ 
performance 
evaluation: 
males > fe­
males
Nonsignifi­
cant: Altruis­
tic citizen­
ship ⇒ re­
ward recom­
mendations, 
competence, 
interperson­
al civility

Khalid et al. 
(2009)

577 pairs of 
Malaysian super­
visors and sub­
ordinates hotel 
workers (45% fe­
male subordi­
nates)

CV, conscien­
tiousness, help­
ing, patience, 
sportsmanship

Helping ⇒ 
turnover in­
tent: females 
> males
Nonsignifi­
cant:
CV, conscien­
tiousness, 
patience, 
sportsman­
ship ⇒ 
turnover in­
tent

Lin (2008) 314 Taiwanese 
students at an 
evening college 
(58.6% female)

Altruism, CV, 
conscientious­
ness, courtesy, 
and sportsman­
ship

Altruism ⇒ 
knowledge 
sharing: fe­
males > 
males
Courtesy ⇒ 
knowledge 
sharing: 
males > fe­
males

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice


Gender and Organizational Citizenship Behavior

Page 23 of 36

PRINTED FROM OXFORD HANDBOOKS ONLINE (www.oxfordhandbooks.com). © Oxford University Press, 2022. All Rights 
Reserved. Under the terms of the licence agreement, an individual user may print out a PDF of a single chapter of a title in 
Oxford Handbooks Online for personal use (for details see Privacy Policy and Legal Notice).

Subscriber: Stephen B. Thacker CDC Library; date: 02 June 2022

Sportsman­
ship ⇒ 
knowledge 
sharing: 
males > fe­
males
Nonsignifi­
cant:
CV, conscien­
tiousness, 
knowledge 
sharing

Lovell et al. 
(1999)

109 US resident 
advisers of East 
Coast university 
(57.3% female)

Composite OCB 
(altruism, CV, 
conscientious­
ness, courtesy, 
sportsmanship)

Nonsignifi­
cant:
OCB ⇒ per­
formance 
evaluation

NicDomh­
naill (2007)

266 US full-time 
and part-time 
workers (58.9% 
female)

OCB-I and 
OCB-O

Overall OCB 
⇒ perfor­
mance ap­
praisal: fe­
males > 
males
OCB-O ⇒ 
performance 
appraisal: fe­
males > 
males

Nonsignifi­
cant:
OCB ⇒ com­
pensation, 
promotion, 
burnout
OCB-O ⇒ 
compensa­
tion, promo­
tion, burnout
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Wilkinson 
and Allen 
(2006)

195 US full-time 
employees from 
multiple compa­
nies (51.3% fe­
male); 220 su­
pervisor raters 
(34.5% female)

OCB-I and 
OCB-O

Supervisor 
ratings OCB- 
I ⇒ salary: 
males >fe­
males
Supervisor 
ratings OCB- 
O ⇒ salary: 
positive for 
males but 
negative for 
females
Nonsignifi­
cant:
Supervisor 
ratings OCB- 
I, OCB-O ⇒ 
promotion

CV, civic virtue; DJ, distributive justice; FIW, family interference with 
work; IJ, interactional justice; OCB, organizational citizenship behav­
ior; WIF, work interference with family.

Individual difference variables have been the target of investigation. Beauregard (2012) 
found that the positive relationship between self-efficacy and OCB was stronger among 
males than among females. Van Emmerik and Jawahar (2005) reported that the positive 
relationship between altruism and OCB was stronger among females than among males. 
Schusterschitz et al. (2012) examined attachment orientation (anxiety and avoidance) and 
OCB (OCB–civic virtue, OCB–sportsmanship, OCB–altruism, OCB–conscientiousness, and 
OCB–loyalty). Two significant effects were detected. Specifically, there was a positive re­
lationship between anxious attachment and OCB–conscientiousness for women, but not 
for men. Similarly, there was a positive relationship between avoidant attachment and 
OCB–civic virtue for women, but not for men.

Job attitudes studies have produced mixed results. Lev and Koslowsky (2012) found that 
gender moderated the relationship between on-the-job embeddedness and OCB among 
teachers, such that on-the-job embeddedness was a stronger predictor of OCB among fe­
males than among males. Zhang (2014) investigated job involvement and OCB (OCB–al­
truism, OCB–sportsmanship, OCB–courtesy, OCB–civic virtue, and OCB–conscientious­
ness). Results indicated job involvement was a more significant predictor of OCB–altru­
ism, OCB–courtesy, and OCB–sportsmanship among males than among females. Farh et 
al. (1997) tested whether gender moderates the relationship between different forms of 
organizational justice and different dimensions of OCBs. Generally, the pattern of results 
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indicated that the positive relationship between justice and OCB was stronger for men 
than for women.

Summary
Among the studies that have examined gender as a moderator, there is considerable evi­
dence that gender makes a difference with regard to the strength of the relationship be­
tween OCB predictors and OCB. Given the relatively small number of studies overall with 
few multiple studies of the same predictor, specific conclusions would be premature. 
However, based on the findings to date, we can tentatively speculate that the work envi­
ronment itself may spark greater OCB among men than among women while dispositional 
factors may play a greater role for women.

Organizational Citizenship Behavior–Outcome Relationship

Gender has also been investigated as a moderator of the relationship between OCB and a 
variety of outcome variables. Two studies have examined overall job performance evalua­
tion as an outcome of OCB and revealed different results. NicDomhnaill (2007) found that 
the positive relationship between OCB and performance evaluations was stronger among 
females than among males. In contrast, Lovell et al. (1999) did not find a moderating ef­
fect of gender on the relationship between OCB and an overall job performance evalua­
tion. There are several possible explanations for the inconsistent results. NicDomhnaill 
(2007) collected self-reported job performance evaluation information based on a single 
item (“Please indicate your most recent (p. 233) performance appraisal rating”). Lovell et 
al. (1999) gathered overall job performance evaluations from a director. In addition, 
Lovell et al. (1999) included a small number of participants, and power might not have 
been sufficient to detect moderation. In an experimental study based on vignettes, Heil­
man and Chen (2005) examined how women and men were evaluated when they did or 
did not perform helping behavior (against a no-helping information condition). When a 
man did not help, there was no effect on performance evaluation. In contrast, when a 
woman did not help, her performance was rated significantly lower than when no infor­
mation with regard to helping was provided. When men and women were depicted as 
helping, there was a positive effect on performance evaluations for men, but not for 
women relative to the no-helping information condition.

Gender has also been examined as a moderator of the relationship between OCB and ob­
jective career success (e.g., promotion rates, salary attainment, and compensation). Allen 
(2006) found that both self-reported OCB-I and OCB-O were positively related to promo­
tion rates for males, but not for females. However, performing OCB-I or OCB-O was not 
associated with higher salary attainment for either males or females. Wilkinson and Allen 
(2006) found that the relationship between supervisor ratings of OCB and salary was 
moderated by sex, revealing that men were more highly rewarded for OCB than were 
women. They did not find a moderation effect for promotions as an outcome. NicDomh­
naill (2007) also examined promotion and compensation as objective career success asso­
ciated with OCB. In contrast to the findings in Allen (2006), OCB was not significantly 
linked to higher promotion rates for males or for females. In addition, no significant mod­
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erating effect of gender was found on the relationship between OCB and compensation. 
In their experimental study, Heilman and Chen (2005) also examined reward recommen­
dations as an outcome variable. The findings in Study 1 were similar to those described 
previously for performance evaluations. Women were given more negative reward recom­
mendations for not helping, whereas there was no difference for men. Men were given 
more positive reward recommendations for helping, whereas women were not.

Strain indicators have been measured as outcomes of OCB. Khalid and colleagues (2009) 
revealed OCB–helping behavior was negatively related to turnover intent, and this rela­
tionship was stronger for women than for men. However, gender was not a significant 
moderator with regard to other OCB facets (e.g., OCB–civic virtue, OCB–conscientious­
ness, OCB–patience, and OCB–sportsmanship). NicDomhnaill (2007) reported that gender 
did not moderate the relationship between OCB and burnout. Aquino and Bommer (2003) 
found no significant moderating effect of gender on the relationship between OCB and 
perceived victimization.

Finally, knowledge sharing, a dyadic interaction outcome, has also been examined in rela­
tion to OCB and gender. Lin (2008) reported that greater OCB–altruism was more strong­
ly associated with knowledge sharing for women than for men. In contrast, OCB–courtesy 
and OCB–sportsmanship were more strongly related to knowledge sharing for men than 
for women. No significant moderating effects of gender were detected for OCB–civic 
virtue and OCB–conscientiousness.

Summary
In conclusion, results of studies examining gender as a moderator of OCB and OCB-relat­
ed outcomes are inconsistent. However, OCB facets seem to be more responsible for sig­
nificant moderating effects than overall OCB. Moreover, when gender does moderate the 
relationship between OCB and career-related outcomes, women are consistently disad­
vantaged relative to men.

Supervisor Gender
A small body of research has investigated if the gender of the supervisor and/or supervi­
sor and subordinate gender similarity relates to ratings of OCB (e.g., Carter et al., 2014; 
Loi & Ngo, 2009). These studies provide evidence that female supervisors generally give 
their subordinates higher OCB ratings than do male supervisors. However, results with 
regard to gender similarity on ratings of OCB are mixed. Based on an overall measure of 
OCB from a business school alumni sample, Carter et al. (2014) found gender similarity 
between supervisors and subordinates did not significantly relate to OCB ratings. Loi and 
Ngo (2009) also examined gender similarity and found that supervisors gave higher rat­
ings of OCB-O to same-gender subordinates than to different-gender subordinates. How­
ever, no significant difference was found with regard to OCB-I between same-gender sub­
ordinates and different gender subordinates.
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In addition, there is some evidence that female supervisors induce more OCB among 
team members than do male supervisors (Piercy, Lane, & (p. 234) Cravens, 2002). Piercy 
et al. (2002) investigated whether manager gender predicted OCB as reported by the 
manager’s team members. They hypothesized that female managers would encourage 
more OCB from team members than would male managers. Results supported the hypoth­
esis: Sales team members who had a female manager reported significantly higher 
sportsmanship, civic virtue, altruism, courtesy, peacemaking, cheerleading, and overall 
OCB than did sales team members who had a male manager. No significant difference 
was found for OCB–conscientiousness.

Summary
Given the small number of studies, it is premature to draw conclusions, but the results 
concerning supervisor gender are intriguing. Female supervisors appear to report greater 
OCBs when rating subordinates than do their male counterparts. Moreover, subordinates 
working for female supervisors may engage in more OCB than subordinates working for 
male managers. Additional research investigating different dyadic combinations (gender 
similarity and gender dissimilarity) would be useful to the literature.

Future Research on Organizational Citizenship 
Behavior and Gender
A small but growing body of research has focused on the intersection of gender and OCB. 
Given the interesting findings to date, this is a topic that clearly merits additional re­
search as much remains to be learned. Next we describe several topics we believe are 
particularly important to the advancement of knowledge concerning when and how gen­
der matters with regard to OCB.

Perceived Versus Actual Gender Differences

One important question that remains unanswered is whether one gender objectively en­
gages in OCB more frequently than the other gender. Although accuracy in performance 
ratings has long been a subject of interest within the performance evaluation literature 
(Murphy, 2008), little of the work within the OCB literature has focused on issues such as 
rating accuracy. In fact, to our knowledge only one study has focused on rater accuracy. 
In Allen and Rush (2001), participants were asked to view videotaped instructor lectures 
in which the level of OCB had been manipulated and then to provide ratings of citizenship 
behavior based on a behavioral observation rating scale. The researchers found males 
were rated most accurately under the high OCB performance condition, whereas females 
were rated most accurately under the low OCB performance condition. Such findings 
have important implications for field studies in which supervisors are the rating source, 
particularly in light of research that demonstrates differential reactions to helping versus 
not helping (e.g., Heilman & Chen, 2005). A line of research that incorporates different 
scale types guided by shifting standards theory is also needed to better understand the 
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accuracy of OCB rating reports (Biernat, 2012). For example, to examine gender differ­
ences in OCB rating reports, actual OCB information could be obtained by evaluating sce­
narios or by behavioral monitoring. Male and female supervisors could be asked to report 
OCB performance of the employee on both frequency (e.g., “How many times does this 
employee help a coworker?”) and agreement scales (e.g., “Do you think this employee is 
helpful to a coworker?”). With comparisons between the actual OCB performance and the 
reported OCB performance in frequency and agreement scales, researchers may be able 
to disentangle when gender differences are more or less likely to emerge.

Measurement

One factor that may mask a complete understanding of sex differences is a lack of infor­
mation about the extent that measures of OCB are invariant across sex. Measurement in­
variance (MI) refers to the consistency of measurements across comparison groups of in­
terest (e.g., gender) (Teo, 2010). The OCB construct has been subjected to considerable 
psychometric scrutiny, including tests for measurement invariance across OCB rating 
sources. In general, the measurement invariance of OCB across rating sources appears to 
hold (e.g., Blair, Hoffman, & Helland, 2008; Netemeyer & Maxham, 2007; Scullen, Mount, 
& Judge, 2003). However, tests of measurement invariance across sex have yet to be con­
ducted. Conducting such tests is important because a lack of equivalence can result in 
flawed between-group comparisons. Because an unambiguous understanding of mean dif­
ferences is dependent on the between-group equivalence of the underlying measurement 
model of a psychological construct, comparing OCB without establishing measurement in­
variance across sex may result in erroneous interpretations (Vandenberg & Lance, 2000). 
Thus, we currently cannot assume that OCB has the same meaning across gender.

(p. 235) Career Success

The small body of research that has investigated gender as a moderator of OCB and ca­
reer outcomes has potentially important implications and is ripe for further investigation. 
Disparities in career outcomes between men and women continue despite legislative and 
social changes (Catalyst, 2014; Hegewisch, Williams, & Harbin, 2012). One potential rea­
son for this disparity is that men and women are not rewarded equally for their OCB. As 
indicated in our review, several studies revealed that OCB positively relates to organiza­
tional rewards for men, but not for women. These findings are intriguing in that they 
could help explain why the objective career outcomes of women continue to lag behind 
those of men.

To further the line of work that examines differential outcomes for men versus women as 
related to OCB, future studies are needed that include more fine-grained measures of 
OCB that capture office “housework.” In their series of articles for The New York Times 

on women and work, Sandberg and Grant (2015) noted that women tend to help more at 
the office but benefit less from it. Specifically, they suggested that women take on more 
of the office “housework”—the tasks that help keep an office running (taking meeting 
notes; planning office parties)—but that do not pay off. Engaging in altruistic behavior 
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such as those that could be considered office housework is less optional for women than 
for men (Heilman & Chen, 2005). A consideration of office housework as part of OCB 
could help better reveal gender differences with regard to the types of OCB men versus 
women engage in as well as differences in outcomes associated with OCB as moderated 
by gender.

Cross-Cultural Perspectives

Given the inconsistent results found across this literature, it is also important to identify 
the conditions under which moderating gender effects are most likely to emerge. Cross- 
cultural values such as gender egalitarianism may be one factor. Because people’s under­
lying beliefs and values are influenced by cultural characteristics (Hofstede, 1980), cul­
tural characteristics also influence the gender role beliefs of individuals in the workplace. 
For example, according to House, Hanges, Javidan, Dorfman, and Gupta (2004), some 
countries value and practice gender egalitarianism more so than other countries. If a so­
ciety respects gender egalitarianism and is less likely to subscribe to gender-specific 
roles, people in that society might not have different gender expectations with regard to 
OCB. However, if a society has strong gender role beliefs, people in that society might 
have strong gender expectations with regard to OCB. Investigating the effects of cultural 
characteristics on OCB expectations could strengthen theoretical explanations as to how 
gender role beliefs are shaped and influence the gender-specific expectations of OCB per­
formance.

Conclusion
Our review illustrated theoretical reasons as to why gender would relate to OCB, summa­
rized relevant empirical studies, and concluded that gender demonstrates both main ef­
fects and moderating effects in association with OCB. Future research that incorporates 
rating accuracy assessments as well as tests of measurement invariance across OCB and 
gender are needed to provide a more comprehensive and nuanced understanding of the 
topic. We believe that investigating gender and OCB not only expands our understanding 
of OCB in general but also has the potential to better our understanding of the differen­
tial workplace experiences of men and women that can impact their quality of worklife 
and career outcomes. As such, we hope this review spurs researchers to continue investi­
gation of this worthwhile topic.

References

Allen, T. D. (2006). Rewarding good citizens: The relationship between citizenship behav­
ior, gender and organizational rewards. Journal of Applied Social Psychology, 36(1), 120– 

143.

Allen, T. D., & Rush, M. C. (1998). The effects of organizational citizenship behavior on 
performance judgments: A field study and a laboratory experiment. Journal of Applied 
Psychology, 83(2), 247–260.

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice


Gender and Organizational Citizenship Behavior

Page 30 of 36

PRINTED FROM OXFORD HANDBOOKS ONLINE (www.oxfordhandbooks.com). © Oxford University Press, 2022. All Rights 
Reserved. Under the terms of the licence agreement, an individual user may print out a PDF of a single chapter of a title in 
Oxford Handbooks Online for personal use (for details see Privacy Policy and Legal Notice).

Subscriber: Stephen B. Thacker CDC Library; date: 02 June 2022

Allen, T. D., & Rush, M. C. (2001). The influence of ratee gender on ratings of organiza­
tional citizenship behavior. Journal of Applied Social Psychology, 31(12), 2561–2587.

Ang, S., Van Dyne, L., & Begley, T. M. (2003). The employment relationships of foreign 
workers versus local employees: A field study of organizational justice, job satisfaction, 
performance, and OCB. Journal of Organizational Behavior, 24(5), 561–583.

Aquino, K., & Bommer, W. H. (2003). Preferential mistreatment: How victim status moder­
ates the relationship between organizational citizenship behavior and workplace victim­
ization. Organization Science, 14(4), 374–385.

Bakan, D. (1966). The duality of human existence: An essay on psychology and religion. 
Chicago, IL: Rand McNally.

Balliet, D., Li, N. P., Macfarlan, S. J., & Van Vugt, M. (2011). Sex differences in coopera­
tion: A meta-analytic review of social dilemmas. Psychological Bulletin, 137(6), 881–909.

Beauregard, T. A. (2012). Perfectionism, self-efficacy and OCB: The moderating role of 
gender. Personnel Review, 41(5), 590–608.

(p. 236) Beham, B. (2011). Work–family conflict and organizational citizenship behavior: 
Empirical evidence from Spanish employees. Community, Work & Family, 14(1), 63–80.

Biernat, M. (1993). Gender and height: Developmental patterns in knowledge and use of 
an accurate stereotype. Sex Roles, 29(9–10), 691–713.

Biernat, M. (2003). Toward a broader view of social stereotyping. American Psychologist, 
58(12), 1019–1027.

Biernat, M. (2012). Standards and expectancies: Contrast and assimilation in judgments 
of self and others. New York, NY: Psychology Press.

Biernat, M., & Kobrynowicz, D. (1997). Gender-and race-based standards of competence: 
Lower minimum standards but higher ability standards for devalued groups. Journal of 
Personality and Social Psychology, 72(3), 544–557.

Biernat, M., Crandall, C. S., Young, L. V., Kobrynowicz, D., & Halpin, S. M. (1998). All that 
you can be: Stereotyping of self and others in a military context. Journal of Personality 
and Social Psychology, 75(2), 301–317.

Biernat, M., Manis, M., & Nelson, T. E. (1991). Stereotypes and standards of judgment. 
Journal of Personality and Social Psychology, 60(4), 485–499.

Blair, C. A., Hoffman, B. J., & Helland, K. R. (2008). Narcissism in organizations: A multi­
source appraisal reflects different perspectives. Human Performance, 21(3), 254–276.

Carter, M. Z., Mossholder, K. W., Feild, H., & Armenakis, A. A. (2014). Transformational 
leadership, interactional justice, and organizational citizenship behavior: The effects of 

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice


Gender and Organizational Citizenship Behavior

Page 31 of 36

PRINTED FROM OXFORD HANDBOOKS ONLINE (www.oxfordhandbooks.com). © Oxford University Press, 2022. All Rights 
Reserved. Under the terms of the licence agreement, an individual user may print out a PDF of a single chapter of a title in 
Oxford Handbooks Online for personal use (for details see Privacy Policy and Legal Notice).

Subscriber: Stephen B. Thacker CDC Library; date: 02 June 2022

supervisor-subordinate racial and gender dissimilarity. Group & Organization Manage­
ment, 39(6), 691–719.

Catalyst (2014). Statistical overview of women in the workplace. Retrieved from http:// 
www.catalyst.org/knowledge/statistical-overview-women-workplace

Cheung, F. Y. L., & Cheung, R. Y. H. (2013). Effect of emotional dissonance on organiza­
tional citizenship behavior: Testing the stressor-strain-outcome model. The Journal of Psy­
chology, 147(1), 89–103.

Chiaburu, D. S., Harris, T. B., & Smith, T. A. (2014). Ideology and gender: Observers’ sys­
tem justification and targets’ gender as interactive predictors of citizenship expectations. 
The Journal of Social Psychology, 154(4), 283–298.

Chiaburu, D. S., Oh, I. S., Berry, C. M., Li, N., & Gardner, R. G. (2011). The five-factor 
model of personality traits and organizational citizenship behaviors: A meta-analysis. 
Journal of Applied Psychology, 96(6), 1140–1166.

Chiaburu, D. S., Sawyer, K., Smith, T. A., Brown, N., & Harris, T. B. (2014). When civic 
virtue isn’t seen as virtuous: The effect of gender stereotyping on civic virtue expecta­
tions for women. Sex Roles, 70(5), 183–194.

Cialdini, R. B., & Trost, M. R. (1998). Social influence: Social norms, conformity, and com­
pliance. In D. T. Gilbert, S. T. Fiske, & G. Lindzey (Eds.), The handbook of social psycholo­
gy (pp. 151–192). Boston, MA: McGraw-Hill.

Cloninger, P. A., Selvarajan, T. T., Singh, B., & Huang, S. (2015). The mediating influence 
of work–family conflict and the moderating influence of gender on employee outcomes. 
The International Journal of Human Resource Management, 26(18), 2269–2287.

Costa, P. Jr, Terracciano, A., & McCrae, R. R. (2001). Gender differences in personality 
traits across cultures: Robust and surprising findings. Journal of Personality and Social 
Psychology, 81(2), 322–331.

Cropanzano, R., Rupp, D. E., & Byrne, Z. S. (2003). The relationship of emotional exhaus­
tion to work attitudes, job performance, and organizational citizenship behaviors. Journal 
of Applied Psychology, 88(1), 160–169.

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.

Eagly, A. H., & Crowley, M. (1986). Gender and helping behavior: A meta-analytic review 
of the social psychological literature. Psychological Bulletin, 100(3), 283–308.

Eagly, A. H. (1987). Reporting sex differences. American Psychologist, 42, 756–757.

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice
http://www.catalyst.org/knowledge/statistical-overview-women-workplace
http://www.catalyst.org/knowledge/statistical-overview-women-workplace


Gender and Organizational Citizenship Behavior

Page 32 of 36

PRINTED FROM OXFORD HANDBOOKS ONLINE (www.oxfordhandbooks.com). © Oxford University Press, 2022. All Rights 
Reserved. Under the terms of the licence agreement, an individual user may print out a PDF of a single chapter of a title in 
Oxford Handbooks Online for personal use (for details see Privacy Policy and Legal Notice).

Subscriber: Stephen B. Thacker CDC Library; date: 02 June 2022

Eagly, A. H. (2009). The his and hers of prosocial behavior: An examination of the social 
psychology of gender. American Psychologist, 64, 644–658.

Ehrhart, M. G., & Godfrey, E. G. (2003). The role of schemas in gender and organizational 
citizenship research. Paper presented at the 18th Annual Conference for the Society of 
Industrial and Organizational Psychology, Orlando, FL.

Farh, J. L., Earley, P. C., & Lin, S. C. (1997). Impetus for action: A cultural analysis of jus­
tice and organizational citizenship behavior in Chinese society. Administrative Science 
Quarterly, 42(3), 421–444.

Farrell, S. K., & Finkelstein, L. M. (2007). Organizational citizenship behavior and gen­
der: Expectations and attributions for performance. North American Journal of Psycholo­
gy, 9(1), 81–96.

Fausto-Sterling, A. (1985). Myth of gender: Biological theories about women and men. 
New York, NY: Basic Books.

Fiske, S. T., & Taylor, S. E. (1991). Social cognition (2nd ed.). New York, NY: McGraw-Hill.

Griffith, D. C. (1985). Women, remittances, and reproduction. American Ethnologist, 
12(4), 676–690.

Hegewisch, A., Williams, C., & Harbin, V. (2012). The gender wage gap by occupation. Re­
trieved from the Institute for Women’s Policy Research: http://www.iwpr.org/publica­
tions/pubs/the-gender-wage-gap-by-occupation-1/

Heilman, M. E. (2001). Description and prescription: How gender stereotypes prevent 
women’s ascent up the organizational ladder. Journal of Social Issues, 57(4), 657–674.

Heilman, M. E., & Chen, J. J. (2005). Same behavior, different consequences: Reactions to 
men’s and women’s altruistic citizenship behavior. Journal of Applied Psychology, 90(3), 
431–441.

Hofstede, G. (1980). Culture’s consequences: International differences in work-related 
values. Beverly Hills, CA: Sage.

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., & Gupta, V. (Eds.). (2004). Culture, 
leadership, and organizations: The GLOBE study of 62 societies. Thousand Oaks, CA: 
Sage.

Hui, C., Lam, S. S., & Law, K. K. (2000). Instrumental values of organizational citizenship 
behavior for promotion: A field quasi-experiment. Journal of Applied Psychology, 85(5), 
822–828.

Ilies, R., Fulmer, I. S., Spitzmuller, M., & Johnson, M. D. (2009). Personality and citizen­
ship behavior: The mediating role of job satisfaction. Journal of Applied Psychology, 94(4), 
945–959.

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice
http://www.iwpr.org/publications/pubs/the-gender-wage-gap-by-occupation-1/
http://www.iwpr.org/publications/pubs/the-gender-wage-gap-by-occupation-1/


Gender and Organizational Citizenship Behavior

Page 33 of 36

PRINTED FROM OXFORD HANDBOOKS ONLINE (www.oxfordhandbooks.com). © Oxford University Press, 2022. All Rights 
Reserved. Under the terms of the licence agreement, an individual user may print out a PDF of a single chapter of a title in 
Oxford Handbooks Online for personal use (for details see Privacy Policy and Legal Notice).

Subscriber: Stephen B. Thacker CDC Library; date: 02 June 2022

Inesi, M. E., & Cable, D. M. (2015). When accomplishments come back to haunt you: The 
negative effect of competence (p. 237) signals on women’s performance evaluations. Per­
sonnel Psychology, 68, 615–657.

Jawahar, I. M., & Ferris, G. R. (2011). A longitudinal investigation of task and contextual 
performance influences on promotability judgments. Human Performance, 24(3), 251– 

269.

Joshi, A., Son, J., & Roh, H. (2015). When can women close the gap? A meta-analytic test 
of sex differences in performance and rewards. Academy of Management Journal, 58(5), 
1516–1545.

Kacmar, K. M., Bachrach, D. G., Harris, K. J., & Zivnuska, S. (2011). Fostering good citi­
zenship through ethical leadership: Exploring the moderating role of gender and organi­
zational politics. Journal of Applied Psychology, 96(3), 633–642.

Khalid, S. A., Jusoff, H. K., Ali, H., Ismail, M., Kassim, K. M., & Rahman, N. A. (2009). Gen­
der as a moderator of the relationship between OCB and turnover intention. Asian Social 
Science, 5(6), 108–117.

Kidder, D. L. (2002). The influence of gender on the performance of organizational citi­
zenship behaviors. Journal of Management, 28(5), 629–648.

Kidder, D. L., & Parks, J. M. (2001). The good soldier: Who is s(he)? Journal of Organiza­
tional Behavior, 22(8), 939–959.

Lambert, E. G., Hogan, N. L., Dial, K. C., Altheimer, I., & Barton-Bellessa, S. M. (2012). 
Examining the effects of stressors on organizational citizenship behaviors among private 
correctional staff: A preliminary study. Security Journal, 25(2), 152–172.

Leslie, L. M., Snyder, M., & Glomb, T. M. (2013). Who gives? Multilevel effects of gender 
and ethnicity on workplace charitable giving. Journal of Applied Psychology, 98(1), 49–62.

Lev, S., & Koslowsky, M. (2012). Teacher gender as a moderator of the on-the-job embed­
dedness–OCB relationship. Journal of Applied Social Psychology, 42(1), 81–99.

Lin, C. P. (2008). Clarifying the relationship between organizational citizenship behaviors, 
gender, and knowledge sharing in workplace organizations in Taiwan. Journal of Business 
and Psychology, 22(3), 241–250.

Lo, M. C., Ramayah, T., & Hui, J. K. S. (2006). An investigation of leader member ex­
change effects on organizational citizenship behavior in Malaysia. Journal of Business and 
Management, 12(1), 5–23.

Loi, R., & Ngo, H. Y. (2009). Work outcomes of relational demography in Chinese vertical 
dyads. The International Journal of Human Resource Management, 20(8), 1704–1719.

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice


Gender and Organizational Citizenship Behavior

Page 34 of 36

PRINTED FROM OXFORD HANDBOOKS ONLINE (www.oxfordhandbooks.com). © Oxford University Press, 2022. All Rights 
Reserved. Under the terms of the licence agreement, an individual user may print out a PDF of a single chapter of a title in 
Oxford Handbooks Online for personal use (for details see Privacy Policy and Legal Notice).

Subscriber: Stephen B. Thacker CDC Library; date: 02 June 2022

Lovell, S. E., Kahn, A. S., Anton, J., Davidson, A., Dowling, E., Post, D., & Mason, C. 
(1999). Does gender affect the link between organizational citizenship behavior and per­
formance evaluation? Sex Roles, 41(5–6), 469–478.

Manning, M., Molix, L., Eidelman, S., Schlegel, R., Biernat, M., & Bettencourt, B. A. 
(2011, January). Meta-analytic tests of norm and expectancy violations: Implications for 
gender evaluations. Paper presented at the annual meeting of the Society for Personality 
and Social Psychology, San Antonio, TX.

Morin, A. J., Morizot, J., Boudrias, J. S., & Madore, I. (2011). A multifoci person-centered 
perspective on workplace affective commitment: A latent profile/factor mixture analysis. 
Organizational Research Methods, 14(1) 58–90.

Motowidlo, S. J., & Van Scotter, J. R. (1994). Evidence that task performance should be 
distinguished from contextual performance. Journal of Applied Psychology, 79(4), 475– 

480.

Murphy, K. R. (2008). Explaining the weak relationship between job performance and rat­
ings of job performance. Industrial and Organizational Psychology, 1(2), 148–160.

Neff, L. A., & Karney, B. R. (2005). Gender differences in social support: A question of 
skill or responsiveness? Journal of Personality and Social Psychology, 88(1), 79–90.

Netemeyer, R. G., & Maxham, J. G. (2007). Employee versus supervisor ratings of perfor­
mance in the retail customer service sector: Differences in predictive validity for cus­
tomer outcomes. Journal of Retailing, 83(1), 131–145.

Nicdomhnaill, O. M. (2007). Understanding gender inequality in employment: The impact 
of sex and gender identity on organizational citizenship behaviors and its proposed im­
pact on compensation, promotion, and burnout. Dissertation Abstracts International Sec­
tion B: The Sciences and Engineering, 67(10-B), 6104.

Organ, D. W. (1988). A restatement of the satisfaction-performance hypothesis. Journal of 
Management, 14(4), 547–557.

Organ, D. W., Podsakoff, P. M., & Podsakoff, N. P. (2011). Expanding the criterion domain 
to include organizational citizenship behavior (OCB): Implications for employee selection. 
In S. Zedeck (Ed.), APA handbook of industrial and organizational psychology (Vol. 2, pp. 
281–323). Washington, DC: APA.

Piercy, N. F., Cravens, D. W., & Lane, N. (2003). Sales manager behavior control strategy 
and its consequences: The impact of manager gender differences. Journal of Personal 
Selling & Sales Management, 23(3), 221–237.

Piercy, N. F., Lane, N., & Cravens, D. W. (2002). A gender perspective on salesperson or­
ganizational citizenship behaviour, sales manager control strategy and sales unit effec­
tiveness. Women in Management Review, 17(8), 373–391.

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice


Gender and Organizational Citizenship Behavior

Page 35 of 36

PRINTED FROM OXFORD HANDBOOKS ONLINE (www.oxfordhandbooks.com). © Oxford University Press, 2022. All Rights 
Reserved. Under the terms of the licence agreement, an individual user may print out a PDF of a single chapter of a title in 
Oxford Handbooks Online for personal use (for details see Privacy Policy and Legal Notice).

Subscriber: Stephen B. Thacker CDC Library; date: 02 June 2022

Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M., & Blume, B. D. (2009). Individual-and or­
ganizational-level consequences of organizational citizenship behaviors: A meta-analysis. 
Journal of Applied Psychology, 94(1), 122–141.

Podsakoff, P. M., MacKenzie, S. B., & Organ, D. W. (2006). Organizational citizenship be­
havior: Its nature, antecedents, and consequences. Beverly Hills, CA: Sage.

Ryan, J. J. (2001). Moral reasoning as a determinant of organizational citizenship behav­
iors: A study in the public accounting profession. Journal of Business Ethics, 33(3), 233– 

244.

Sandberg, S., & Grant, A. (2015, February 6). Madam C.E.O., Get Me a Coffee. The New 
York Times. Retrieved from http://www.nytimes.com/2015/02/08/opinion/sunday/sh­
eryl-sandberg-and-adam-grant-on-women-doing-office-housework.html

Schmitt, D. P., Realo, A., Voracek, M., & Allik, J. (2008). Why can’t a man be more like a 
woman? Sex differences in Big Five personality traits across 55 cultures. Journal of Per­
sonality and Social Psychology, 94(1), 168–182.

Schusterschitz, C., Stummer, H., & Geser, W. (2012). Going the extra-mile: A question of 
attachment orientations and gender? International Journal of Organizational Analysis, 
22(3), 356–371.

Scullen, S. E., Mount, M. K., & Judge, T. A. (2003). Evidence of the construct validity of 
developmental ratings of managerial performance. Journal of Applied Psychology, 88(1), 
50–66.

Simmons, W. O., & Emanuele, R. (2007). Male–female giving differentials: Are women 
more altruistic? Journal of Economic Studies, 34, 534–550.

Spence, J. T., & Helmreich, R. L. (1980). Masculine instrumentality and feminine expres­
siveness: Their relationships (p. 238) with sex role attitudes and behaviors. Psychology of 
Women Quarterly, 5(2), 147–163.

Teo, T. (2010). Gender differences in the intention to use technology: A measurement in­
variance analysis. British Journal of Educational Technology, 41(6), E120–E123.

van Emmerik, H. I. J., & Jawahar, I. M. (2005). Lending a helping hand: Provision of help­
ing behaviors beyond professional career responsibilities. Career Development Interna­
tional, 10(5), 347–358.

Van Scotter, J., Motowidlo, S. J., & Cross, T. C. (2000). Effects of task performance and 
contextual performance on systemic rewards. Journal of Applied Psychology, 85(4), 526– 

535.

Vandenberg, R. J., & Lance, C. E. (2000). A review and synthesis of the measurement in­
variance literature: Suggestions, practices, and recommendations for organizational re­
search. Organizational Research Methods, 3(1), 4–70.

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice
http://www.nytimes.com/2015/02/08/opinion/sunday/sheryl-sandberg-and-adam-grant-on-women-doing-office-housework.html
http://www.nytimes.com/2015/02/08/opinion/sunday/sheryl-sandberg-and-adam-grant-on-women-doing-office-housework.html


Gender and Organizational Citizenship Behavior

Page 36 of 36

PRINTED FROM OXFORD HANDBOOKS ONLINE (www.oxfordhandbooks.com). © Oxford University Press, 2022. All Rights 
Reserved. Under the terms of the licence agreement, an individual user may print out a PDF of a single chapter of a title in 
Oxford Handbooks Online for personal use (for details see Privacy Policy and Legal Notice).

Subscriber: Stephen B. Thacker CDC Library; date: 02 June 2022

Watty-Benjamin, W., & Udechukwu, I. (2014). The relationship between HRM practices 
and turnover intentions: A study of government and employee organizational citizenship 
behavior in the Virgin Islands. Public Personnel Management, 43(1), 58–82.

Whiting, S. W., Podsakoff, P. M., & Pierce, J. R. (2008). Effects of task performance, help­
ing, voice, and organizational loyalty on performance appraisal ratings. Journal of Applied 
Psychology, 93(1), 125–139.

Wilkinson, L., & Allen, T. D. (2006, May). The influence of gender stereotypes of citizen­
ship performance on organizational rewards. In T. D. Allen (Chair), Gender and culture: 
Emerging directions for organizational citizenship research. Paper presented at the 21st 
Annual Conference of the Society for Industrial and Organizational Psychology, Dallas, 
TX.

Wood, W., & Eagly, A. H. (2010). Gender. In S. T. Fiske, D. T. Gilbert, & G. Lindzey (Eds.), 
Handbook of social psychology (Vol. 1, 5th ed., pp. 629–667). New York, NY: Wiley.

Zhang, S. (2014). Impact of job involvement on organizational citizenship behaviors in 
China. Journal of Business Ethics, 120(2), 165–174.

Tammy D. Allen

Tammy D. Allen Department of Psychology University of South Florida Tampa, FL, 
USA

Seulki "Rachel" Jang

Seulki “Rachel” Jang Department of Psychology University of South Florida Tampa, 
FL, USA

https://global.oup.com/privacy
https://www.oxfordhandbooks.com/page/legal-notice

	Gender and Organizational Citizenship Behavior
	Abstract and Keywords
	 Tammy D. Allen Tammy D. AllenPsychology, University of South FloridaClose  and Seulki "Rachel" Jang Seulki "Rachel" JangPsychology, University of South FloridaClose 
	 Edited by Philip M. Podsakoff, Scott B. Mackenzie, and Nathan P. Podsakoff 

	Gender and Organizational Citizenship Behavior
	Theoretical Background
	Gender Role Beliefs

	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Shifting Standards

	Gender and Organizational Citizenship Behavior
	Gender as a Predictor of Organizational Citizenship Behavior/Prosocial Behavior
	Industrial-Organizational Psychology/Organizational Behavior

	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Self-Ratings of Unidimensional Organizational Citizenship Behavior
	Self-Ratings of Multidimensional Organizational Citizenship Behavior

	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Supervisor Ratings of Unidimensional and Multidimensional Organizational Citizenship Behavior
	Summary


	Gender and Organizational Citizenship Behavior
	Social Psychology

	Gender as a Moderator
	Gender and Organizational Citizenship Behavior
	Predictors–Organizational Citizenship Behavior Relationship

	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Summary
	Organizational Citizenship Behavior–Outcome Relationship

	Gender and Organizational Citizenship Behavior
	Summary

	Supervisor Gender
	Gender and Organizational Citizenship Behavior
	Summary

	Future Research on Organizational Citizenship Behavior and Gender
	Perceived Versus Actual Gender Differences

	Gender and Organizational Citizenship Behavior
	Measurement
	 (p. 235) Career Success

	Gender and Organizational Citizenship Behavior
	Cross-Cultural Perspectives

	Conclusion
	References

	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior
	Gender and Organizational Citizenship Behavior

