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Abstract: This publication explores the impact of prosocial behavior within organizational settings, focusing on
its connection to organizational climate. Utilizing various empirical and theoretical sources, this paper addresses
the key internal and external factors that drive prosocial actions. It presents models for analyzing how supportive
behaviors, such as altruism and loyalty, influence and are influenced by organizational climate.
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Introduction

Prosocial behavior is increasingly recognized as a critical component for fostering a supportive organizational
climate. Defined broadly as actions intended to benefit others, prosocial behavior includes various aspects such as
altruism, obedience, and commitment to organizational goals. The study of these behaviors, especially in times of
organizational strain, provides insights into maintaining a positive climate.

Purpose

The purpose of this study is to examine the relationship between prosocial behavior and organizational climate,
identifying factors that enhance employee engagement and loyalty within various professional settings.

Obijectives
1. To define the main theoties surrounding prosocial behavior.
2. To assess the impact of prosocial behaviors on organizational climate.
3. To present a model for measuring prosocial behavior in organizations.
4. 'To offer recommendations for fostering a prosocial environment.
Hypotheses

1. Prosocial behaviors, such as altruism and obedience, have a direct positive impact on the organizational
climate.

2. A supportive organizational climate strengthens employee motivation and satisfaction.

3. Demographic factors like age, education, and job role influence prosocial behavior within organizations.

Methods
The study employs a combination of qualitative and quantitative methods, including:

¢ Otrganizational Citizenship Behavior (OCB) Scale for measuring prosocial behaviors.

e Surveys on Organizational Climate to assess employee perceptions and attitudes.

e Statistical Analysis: Factor analysis and regression modeling were conducted to verify relationships
between prosocial behavior and climate indicators.
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Theoretical Framework
Introduction to Prosocial Behavior

Prosocial behavior is a key component of social interactions and the functioning of organizations. At its core, it
includes voluntary actions aimed at helping others, ranging from simple acts of politeness to more complex forms
of support and sacrifice. Organizational culture and climate, along with personal and social-contextual factors,
significantly influence the level of prosociality individuals display.

According to social exchange theories, people are motivated to perform prosocial actions based on relationships
they build with others. The concept of social exchange views interactions within organizations as balanced in
terms of giving and receiving support, recognition, and emotional satisfaction (Blau, 1964). In organizational
contexts, this is manifested as voluntary assumption of responsibilities, loyalty, and empathy, all of which foster a
positive organizational climate.

Organizational Citizenship Behavior (OCB) and Its Dimensions

Organizational Citizenship Behavior (OCB) is a fundamental model for understanding prosocial behavior in
organizations. OCB includes behaviors that go beyond formal obligations but contribute to otrganizational
effectiveness. Podsakoff and colleagues (2000) define five key dimensions of OCB:

Altruism — Assistance and support to colleagues that is not formally required.
Compliance — Adaptation to and acceptance of organizational norms.
Loyalty — Protection of the organization and commitment to its goals.
Obedience — Adherence to formal rules and requirements.

Participation — Active and voluntary engagement in organizational activities.
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These dimensions provide a framework for understanding the various aspects of prosocial behavior and their role
in maintaining a positive organizational environment.

The Role of Organizational Climate in Prosocial Behavior

Organizational climate encompasses employees' perceptions of their work environment and significantly impacts
their motivation for prosocial behavior. According to theories on otrganizational climate and culture, climate
involves shared perceptions of support, fairness, trust, and communication (Schneider, 1990). In organizations
with supportive and fair climates, employees are more inclined to adopt prosocial attitudes and behaviors as they
feel valued and included in decision-making processes.

Research indicates that when the organizational climate supports employee autonomy and satisfaction, employees
show higher levels of initiative and empathy. Autry and Wheeler (2005) emphasize that cultural support and the
emotional atmosphere within the work environment play a crucial role in strengthening prosocial behavior.

Self-Determination Theory and Intrinsic Motivation

The Self-Determination Theory (SDT) by Deci and Ryan (1985) offers essential insights into intrinsic motivation,
which drives prosocial behavior. According to SDT, when organizations provide conditions to satisfy three basic
needs — autonomy, competence, and relatedness — individuals experience intrinsic motivation to participate and
contribute in the workplace. In this context, prosocial behavior can be seen as a natural outcome of employees'
internal satisfaction when they feel competent and engaged.

Influence of Personality Traits on Prosocial Behavior
Personality factors also play a crucial role in prosocial behavior. Traits such as extraversion, emotional stability,

and agreeableness have a positive correlation with prosocial attitudes. Research by Costa and McCrae (1992)
shows that individuals with high levels of extraversion and agreeableness are more inclined toward altruistic
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actions. In organizational settings, such personalities often take on voluntary tasks and support their colleagues,
contributing to a positive climate.

Conclusion of the Theoretical Framework

Modern theoretical models of prosocial behavior emphasize that a combination of personality traits and a
supportive organizational climate fosters sustainable prosocial attitudes in the workplace. Examining both intrinsic
and extrinsic motivation, along with climate factors, provides an expanded framework for understanding how
organizations can stimulate prosocial behavior and maintain a positive culture and high efficiency.

Results

Table 1: Prosocial Behavior Dimensions and Their Impact on Organizational Climate

Prosocial Behavior Impact on Climate Correlation Coefficient (r)

Altruism High 0.56
Loyalty Medium 0.48
Obedience High 0.62
Participation Medium 0.51

Interpretation: Results indicate that altruism and obedience are strongly correlated with a positive organizational
climate, supporting Hypothesis 1.

Table 2: Influence of Demographic Factors on Prosocial Behavior

. Mean Prosocial Score Standard Deviation (SD)
Demographic Factor

Age 4.3 0.8
Education Level 4.6 1.0
Job Role 4.1 0.9

Interpretation: Higher education levels correlate with increased prosocial behavior, particularly in altruistic and
supportive actions.

Analysis of Prosocial Behavior and Organizational Climate

The analysis delves into the key dimensions of prosocial behavior, assessing their impact on organizational climate
and the factors that contribute to enhancing employees' engagement and well-being. Using data collected on the
five dimensions of Organizational Citizenship Behavior (OCB) — Altruism, Compliance, Loyalty, Obedience, and
Participation — we examine their relationship with perceptions of organizational support, satisfaction, and
motivation.

Table 3: Descriptive Statistics for Otganizational Climate Factors

Climate Factor Mean (M) Standard Deviation (SD) Interpretation

Perceived Support 4.8 0.75 High perceived support from management
Fairness 4.3 0.82 Moderate to high sense of fairness

Trust 4.5 0.79 Positive trust level among employees
Communication Openness 4.1 0.88 Moderate openness in communication
Autonomy 4.6 0.73 High level of autonomy

Interpretation: The descriptive statistics reveal a generally positive perception of organizational climate among
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employees. High perceived support (M = 4.8) and autonomy (M = 4.6) indicate that employees feel valued and
capable of exercising control over their work. Moderate ratings for fairness and communication openness suggest
areas for potential improvement to further strengthen employee engagement and satisfaction.

Table 4: Correlation Matrix — Prosocial Behavior and Climate Factors

Prosocial Behavior Perceived Support Fairness Trust Communication Openness Autonomy

Altruism 0.52%%* 0.44* 0.48* 0.39* 0.42%*
Compliance 0.47%* 0.50**  0.45% 0.41* 0.38%*
Loyalty 0.60** 0.53**  0.57*% 0.49** 0.45%
Obedience 0.55%* 0.51* 0.50* 0.42* 0.47%*
Participation 0.58** 0.54* 0.51* 0.48* 0.52%*

Interpretation: The correlation matrix indicates significant positive relationships between prosocial behaviors and
climate factors. For example, Loyalty shows a strong positive correlation with perceived support (r = 0.60) and
fairness (r = 0.53), suggesting that when employees feel supported and treated fairly, they are more likely to
exhibit loyalty. Similarly, Participation is positively correlated with trust (r = 0.51) and communication openness (r
= 0.48), highlighting the importance of a communicative environment to encourage active involvement.

Expanded Analysis

The findings reveal that prosocial behavior is both a result and a driver of a supportive organizational climate.
Employees who perceive high support, trust, and fairness in the workplace are more likely to engage in prosocial
actions, fostering a cycle of positive interactions and mutual reinforcement. The analysis of correlations also
suggests that prosocial behavior, particulatly participation and loyalty, can be strategically encouraged by focusing
on enhancing communication and transparency within organizational practices.

Table 5: Regression Analysis — Predictors of Prosocial Behavior

Predictor Beta () Coefficient Standard Error (SE) p-Value
Perceived Support 0.31 0.07 0.001**
Fairness 0.28 0.06 0.003**
Autonomy 0.25 0.05 0.004**
Trust 0.26 0.06 0.002%**
Communication Openness 0.22 0.05 0.005*

Interpretation: Regression analysis results show that perceived support is the strongest predictor of prosocial
behavior (3 = 0.31, p < 0.001), followed by fairness (3 = 0.28) and trust (3 = 0.26). These findings imply that
organizations can foster prosocial actions by building a supportive, fair, and trustworthy work environment.
Communication openness, while also significant, shows a slightly weaker influence, suggesting that
communication, though crucial, may serve as a reinforcing rather than primary factor.

Summary of Analysis
Overall, the analysis highlights the following insights:

1. Supportive Climate: The presence of supportive climate factors (e.g., perceived support, fairness)
significantly boosts prosocial behavior, particulatly in dimensions such as loyalty and participation.

2. Predictive Strength: Among all climate factors, perceived support stands out as the most powerful
predictor of prosocial actions, reinforcing the importance of leadership support in driving positive
employee behaviors.
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3. Strategic Focus: Organizations aiming to foster prosocial behavior should prioritize support and
fairness, ensuring transparent communication and fostering trust to sustain long-term engagement and
organizational citizenship behaviors.

Applications

The findings suggest that fostering prosocial behaviors within organizations can be achieved through training
programs, promoting shared values, and enhancing team dynamics. Organizations should encourage participative
and inclusive climates to support prosocial actions, particulatly during periods of organizational stress.

Conclusion

Prosocial behavior is vital for maintaining a positive organizational climate, influencing factors such as motivation,
loyalty, and overall productivity. This research supports the idea that both individual characteristics and
environmental factors play a role in shaping prosocial actions.
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