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ABSTRACT 

Organizational Citizenship Behavior (OCB) is a behavior that extends beyond the 
functions and behaviors formally required of workers in an organization. Such behavior 
is indispensable, because of its contribution to better organizational performance. 

The model presented in this study examines OCB of lawyers employed in the private 
sector in Israel, while relying on a continuous series of studies related to workers' 
commitment attitudes. The findings show that the commitment model contributes to 
explained variance in OCB. Specifically, affective organizational commitment and OCB 
are significantly related, as are career commitment and OCB. The empirical and 
theoretical implications of these findings are discussed. 

Introduction 

Highly committed members are likely to be willing to contribute much effort on behalf of 
the organization. Strong attachment of the individual to an organization enables better 
adaptation capabilities and higher responsiveness to changes in customer demands 
(Sanchez, Kraus, White, & Williams, 1999; Paul & Ebadi, 1989) To adapt to 
environment constraints, executives try to promote employees' behavior that 
demonstrates identification with and commitment to the organization, behaviors that will 
ensure better and more dedicated efforts from their workers (Spector, 1986). In many 
organizations, the employees constitute a major factor that influences the efficiency and 
professional functioning of the organization (Becker & Martin, 1995). Hence, to function 
successfully, each organization is interested in promoting employees who are 
committed to it and to the organization and its goals (Ashforth & Lee, 1990). 

Nowadays, when the rate of turnover among organizations is high and still increasing 
(Carson, Carson, Roe, Birkenmeier, & Phillips, 1999), it is important that managers 
succeed in creating an environment of commitment in order to reduce the possibility of 
turnover in their particular company (Gunz, 2002). The commitment on the managers' 
part need not take the form solely of financial rewards but can include forms of "caring", 
e.g., subsidies in healthcare, informal get-togethers with employees, and similar
indications that the company has the workers' welfare at heart (Reichman & Sterling,
2002).
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