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Abstract: Taking a leap from the perspective of organizational citizenship behaviour, pro-social
behaviour examines how volunteering intentions such as helping or assisting colleagues, to how col-
laboration tendencies such as selfless or willful participation in workplace functions, events and issues
can affect or influence administrative sustainability and longevity. This study examines the impact
of pro-social behaviours on workplace performance and sustainability of university administration.
Adopting the survey research design, respondents comprised both the academic and non-academic
staff of the University of Nigeria, Enugu campus. The data collected were analyzed using the simple
linear regression tools of the Statistical Package for Social Sciences, Version 20. Findings revealed that
volunteering impacts the longevity development of university administration, while collaboration
affects the competitive edge of university administration. The study thus concluded that pro-social
behaviours influence the performance and sustainability of university administration.

Keywords: pro-social behaviour; competitive edge; workplace; longevity development; university

1. Introduction and Theoretical Background

In organizations where hierarchical structures are either tall or much emphasized, it is
of the utmost importance to have an affectionate relationship amongst colleagues. Being
helpful, cooperative and supportive of coworkers in a way that aids in the achievement
of workplace goals is expressed in the context of pro-social behaviour [1]. LePine et al. [2]
observe that the term pro-social behaviour has only recently emerged to describe em-
ployees’ willful behaviour within various workplace social environments and systems,
and it has since grown into a significant field of research, owing to the growing impor-
tance of autonomous and team-based work over strict traditional hierarchies [2]. As a
result, understanding pro-social behaviour is becoming increasingly important for the
long-term survival and sustainability of social networks as well as workplace employee
obligations [3–5]. Globally, the phrase pro-social behaviour connotes any positive work-
force deeds that support the social and psychological relations of organizational members
or the workplace itself. The workforce is becoming increasingly multicultural as a result
of globalization, and for workplaces to function effectively, pro-social behaviour must
be practiced and present, as it influences both individual and group-level factors such
as employee performance, employer branding or compensation strategies, productivity,
effectiveness, cost-cutting measures, customer satisfaction and sustainability [6,7]. It is
believed that educational institutions are the locus of sustained national development. Con-
sequences of this assertion are evidenced by the growth in academia, specifically in terms
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of empirical studies conducted at universities that proffer solutions to societal decadence,
while also breeding political, administrative and charismatic leaders. Furthermore, there
is the interconnectivity of university/academic and administrative functions facilitated
by technological advancement and the need for optimal acquisition and dissemination
of knowledge.

Ucho and Atime [8], and Zheng et al. [9] believe that the construct of pro-social be-
haviour, from its conception, has been considered multidimensional, through volunteering
and general compliance [8,9]. These dimensions help to advance workplace performance
in different ways. Volunteering entails helping behaviours, while general compliance
behaviour serves to profit the workplace. The deconstruction of pro-social behaviour
dimensions further resulted in a five-factor model consisting of volunteering, courtesy,
collaboration, decision support and sportsmanship [8]. Pro-social behaviours cannot be
demanded actively but passively. Employees cannot be compelled but should rather be
persuaded to perform or exhibit pro-social behaviours. Similarly, the employees do not or
cannot expect any form of formal payments for engaging in pro-social behaviours. However,
pro-social behaviours do not go unnoticed [6]. Organ [10], and Tambe and Shanker [11] note
that the administrators do often take into cognizance and recognize pro-social behaviours
exhibited by their subordinates either directly or indirectly through acts of preferential treat-
ment, performance grading and promotions [10,11]. It has been observed that university
administration and education around the globe, particularly in Africa, are unfortunately
bisected with a myriad of issues/problems ranging from work overload of academic staff
to inadequate funding which diminishes volunteering tendencies/behaviours; career and
personal life pressures; an erratic and politicized tenure of administrative positions due
to a biased or centralized appointment/election process, that has further mitigated its
competitive edge; depleted infrastructure; and techno-stress brought about by information
technology (IT). In addition to these inadequacies/deficiencies, these universities are also
plagued by the consequences of the COVID-19 pandemic, and social vices such as lock-
down of offices, corrupt practices and examination malpractices. In today’s increasingly
dynamic and competitive business world, workplaces are faced with the challenges of
addressing predator-market wants and expectations while also dealing with urbane neces-
sities and technological innovation [12]. The measurement of public sector performance,
especially with regards to the provision of services in workplaces such as universities,
has become an ambiguous issue. Blanchard [13] argues that successful performance in
university administration should result in positive growth. Universities, in particular, are
designed to produce a trained workforce, which is a precondition for national progress [13].
They function as national and societal growth, centres for technological and scientific
innovation, skill development, the generation of quality entrepreneurial graduates and
strategic research [14].

Universities are complex adaptive systems; this adaptive feature of universities is
occasioned by the fact that the world is undergoing an unprecedented change due to the
increasing level of global interactions especially in academia. Giving credence to this point,
Amodu et al. [15] concur that this emerging era and dynamism require the continuous eval-
uation of the modus operandi of universities, in order to ensure that the decision-making
process keeps pace with the dynamic nature of university administration [15]. In recent
times, the focus has been on how to align the tangible resources (the administrators) and the
physical infrastructure within clearly delineated and assigned jobs to achieve workplace
objectives. Despite this, there is an urgency to shift emphasis to the intangible resources;
the behavioural assets which enable these tangible/physical resources to perform opti-
mally. Workplace performance is the result of a company’s capabilities multiplied by the
motivation of its employees [16]. For a variety of reasons, a company’s lack of skill may
impede good performance. There is an understanding that university administration’s
performance and sustainability should be improved in accordance with the overall goals
of pro-social behaviour. Employees feel ecstatic and content when they observe that they
are treated equitably by their employers, and this impacts their pro-social behaviours [17].
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Universities are where knowledge acquisition takes place, and employees at these work-
places are generally expected to put in extra-role actions. These employees’ voluntary
actions are very essential in universities as they are a medium that requires the extra-role
behaviours, which are significantly helpful for effective moulding/shaping of the character
of young adults/citizens [18]. Therefore, for university administration to return to its core
purposes, a conscientious rejuvenation and re-awakening of pro-social behaviours must be
inspired and recognized; hence, the looming of its utmost floundering. It is against this
backdrop, and in line with the dearth of empirical evidence, that necessitated this study
on the impact of pro-social behaviours on workplace performance and sustainability of
university administration.

1.1. Social Exchange Theory (SET)

The social exchange theory’s principles underpin the theoretical synergy of workplace
performance in general and pro-social behaviour in particular. The most prominent theoret-
ical framework in the study of pro-social behaviour is social exchange theory. Its illustrious
beginnings may be traced back to the 1920s when it merged sciences including anthropol-
ogy, psychology and sociology. Despite the diversity of perspectives on social exchange,
scholars agree that it entails a variety of interactions that result in responsibilities [19,20].
These interactions are frequently viewed as interconnected and dependent on the actions
of others. Although it only happens in certain circumstances, social exchange theory em-
phasizes the capacity of these interdependent interactions to form high-quality ties [19,20].
In today’s workplaces, the inter-relational corpus as a component of social exchange the-
ory has gotten a lot of attention [21,22]. According to this relationship, most workplace
antecedents lead to interpersonal contacts, also known as the social exchange [23]. Social
exchange relationships arise when managers look after their employees, which has both
positive and bad repercussions. As a result, the social exchange hypothesis is a mediating or
intervening variable that promotes a beneficial and equitable transaction between parties,
resulting in successful workplace behaviour and favourable employee attitudes [19,20].

1.2. Research Objectives

The broad objective was to investigate the impact pro-social behaviours on workplace
performance and sustainability of university administration, while specifically, it sorts to:

• Ascertain the extent at which volunteering impacts longevity development of univer-
sity administration, and

• Determine the level at which collaboration impacts the competitive edge of the univer-
sity administration.

2. Review of Related Literature and Hypothesis Development

The review of the related literature and hypothesis development section elucidates
the concepts surrounding the discourse, while highlighting the topicalities and gaps across
previous studies that have given the basis with which this present study is conducted.

2.1. Pro-Social Behaviour

Almost all definitions agree that pro-social behaviours are acts of positive social
behaviour directed at one or more other people [24]. These behaviours are frequently
described as promoting or designed to assist the well-being of others; however, this is not
always the case. These distinctions are worth noting: first, the definitions differ in terms
of who receives welfare, ranging from one or several individuals to organizations or even
society as a whole [24]. As a result, pro-social behaviour is thought to be interpersonal;
although, other definitions include non-personal entities as potential beneficiaries [25].
Second, the definition of well-being differs significantly among domains, such as fitness
benefits [26], psychological welfare [27] and resources or utility [28], to name a few. The
purposeful element of pro-social behaviour is emphasized in several conceptualizations.
According to Zaki and Mitchell [29] and Cronin [25], pro-social behaviour encompasses a
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wide spectrum of actions aimed at benefiting one or more persons other than oneself [29,30].
Rendering to this concept, a behaviour can be deemed pro-social if it is performed with
the aim of bringing happiness to others. This concept emphasizes the crucial distinction
between characterizing pro-social behaviour based on intention versus the well-being-
promoting outcomes. For example, wishing someone good luck entails the purpose to
improve the other’s well-being and is thus pro-social from an intentionalist standpoint,
even though it is unlikely to improve the other’s well-being. Acts that are carried out in
good faith but have unanticipated negative repercussions are also regarded as pro-social
from an intentionalist standpoint. In essence, any activity, deed or behaviour that is deemed
pro-social (consciously or unconsciously) counts as such, regardless of the actual outcomes.
Some explanations of pro-social behaviour place a greater emphasis on the behaviour’s
results than on the behaviour’s underlying goals and motives. Conferring to Zaki and
Mitchell [29], pro-social behaviour is defined as any action that benefits another person.
What counts, from a consequentialist perspective, is that the behaviour, whether planned
or not, results in the well-being of others [29]. As a result, while wishing someone good
luck is not considered pro-social behaviour per se, ingratiating a superior is. In essence,
consequentialist thinking considers a behaviour pro-social if it has beneficial repercussions
for others [28].

In another perspective, Zhang [1] asserts that pro-social behaviour is any task, function
or thing that an employee chooses to do spontaneously and of their free will, which is often
separate from their stated contractual tasks and duties, thus making it discretionary [1].
The administrators do not openly and formally recognize or reward this work, function or
object through salary increases or promotions. It may, however, be reflected in a positive ad-
ministrator and coworker rating, as well as improved performance appraisals. Ukpere [27],
in a similar vein, claims that the concept is simply “going above and beyond the call of
duty,” which entails deeds, or gestures that improve and enhance tasks and performances
of people [27]. The concept of contextual performance is now regarded to be similar
to pro-social behaviour. According to Organ [10], the acts are what promote the social
and psychological conditions in which the activity is carried out [10]. In another context,
pro-social behavior refers to the “good soldier syndrome,” which is the actions of a loyal
employee in a company. According to him, this sort of behaviour includes promptness,
collaboration, innovation, volunteerism and the tendency to avoid unpleasant activities
such as disagreement and fault-finding in coworkers. While pro-social behaviours are tied
to the job, they are not linked to any formal reward system; yet, they contribute to the
workplace’s efficient functioning [11,24].

While pro-social behaviour acknowledges that pro-social deeds are rarely recognized
and rewarded in the modern workplace, it is frequently seen as going “the extra mile”
or “above and beyond” to help coworkers [31,32]. It is also worth noting that, in recent
years, the most frequently accepted aspects for measuring pro-social behaviour have been
identified in a five-factor model:

1. Volunteering: being of assistance;
2. Courtesy:courtesy and politeness, avoidance of controversy;
3. Decision support: performing more than the bare minimum, meticulous attention to

detail (to avoid/minimize errors);
4. Collaboration: demonstrating concern for and involvement in the workplace

(e.g., staying up to date), defending organizational policies and practices;
5. Sportsmanship: accepting modifications and fulfilling demands without complaint,

enduring less-than-ideal situations [11]. A typical scenario of pro-social behaviour can
include offering to assist a recruit to become abreast with his/her tasks or volunteering
to switch shifts or working hours. Importantly, pro-social behaviours also include
activities taken at work, such as working overtime without (expecting) pay or helping
to arrange a company-sponsored event or function [1].

Employees adopt pro-social behaviours depending on how they see their future
work life and how they connect with their personal aspirations [33]. They use the words
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“equifinality” and “multifinality” to characterize behaviour types in which both immediate
and long-term goals can be accomplished by the same action. Employees will learn how
their actions are (officially or informally) recognized (or not) and whether or not they will
continue to be so [4,5]. Furthermore, this acknowledgment affects an employee’s ability to
achieve their goals (or lack of them).

2.2. The Benefits of Pro-Social Behaviours

Zhang [1] states that there is support for the generally held assumption that contented
employees perform better and that job satisfaction affects some forms of performance,
particularly those related to pro-social behaviours. Employees who are cooperative with
superiors or coworkers, as well as those who are willing to compromise and make sac-
rifices, and those who volunteer for small tasks without grumbling (or even offering to
do so without being asked) are all examples of pro-social behaviour [1]. Pro-social be-
haviours have three different effects on performance. Employees that engage in pro-social
behaviours, for example, are more likely to receive favourable performance evaluations
from their superiors [4,7]. This could be due to basic work-related reasons such as the
employers’ opinion that pro-social behaviour is important to the workplace’s overall per-
formance, or the idea that pro-social behaviour is a form of employee commitment due
to its frequency [34]. Second, a higher performance rating is linked to receiving benefits
or recognition, such as pay raises, bonuses and promotions [7]. Finally, when the work-
place is downsized as part of a business restructuring, these individuals will be less likely
to be laid off because they have higher performance ratings and earn more awards and
recognition [34]. Going further, a compelling success/effect of pro-social behaviours at
both the workforce and workplace levels have been proffered as follow:

• Boost productivity (assisting recruits, collaborating with colleagues to meet deadlines);
• Recruit and retain capable personnel (through fostering a friendly, supportive work

atmosphere and a sense of belonging);
• Build social capital (knowledge dissemination and efficiency are improved by better

interaction and stronger networks) [34].

Concurring with this, Ehrhart [35] asserts that a study on grocery stores reveals
that pro-social behaviours accounted for approximately 20% of the variation of in-store
profitability [35]. These benefits of pro-social behaviours have also been associated to
lower rates of staff turnover and absenteeism, which translate to higher productivity,
competitive advantage and customer satisfaction at the workplace, as well as fewer
operational expenses [7].

2.3. The Potential Pitfalls of Pro-Social Behaviour

The potential pitfalls of pro-social behaviour are:

• Habituation: The constant recognition or reward for pro-social behaviours may raise
the level across the workplace over time. Working overtime, which was formerly
considered pro-social, has now become an internalized workplace standard, and is no
longer voluntary and spontaneous, but rather a cliché. This phenomenon, known as
pro-social or citizenship pressure, is still being researched and may become a source
of stress for employees [36].

• Organizational justice: When certain employees are rewarded for their pro-social
behaviour more than others, a sense of injustice develops among particular groups
of employees. This will not only reduce pro-social behaviour among those who are
not recognized for it, but it may also have other negative consequences related to
perceived injustice, such as an increase in counter-productive behaviours like theft
and absenteeism [37].

2.4. Workplace Performance

Workplace performance has been the core of all organizational activities. Moreover,
it is the position of Monyei et al. [3] and Yasar et al. [38] that workplace performance has
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grown into a major aspect of business entities, which is also gaining momentum in recent
empirical research [3,38]. Goal ambiguity and measurement shortcomings, on the other
hand, are the most significant restrictions to workplace performance [39]. These challenges
have resulted in a wide range of explanations for workplace performance, as well as the
difficulty of defining a standard to measure it. Firms can use performance measurements
to help them sustain workplace efficiency. Despite this, due to the diversity in goals
of organizations, enterprises and corporations, there is no consensus on performance
measuring metrics. Amodu et al. [15] posit that the extent of an accomplishment to which
an employee achieves the workplace’s set objective is referred to as a performance [15]. This
performance can be understood from various perspectives. Profitability, market penetration,
lifetime development, cost minimization, branch expansion, sustainability and competitive
advantage are just a few examples. The degree of achievement of a specific aim or mission
that establishes performance bounds defines an employee’s work [15].

Nonetheless, in recent years, there has been a shift from performance to sustainability.
The COVID-19 epidemic has produced a shift in business objectives and desires [40].
According to Lateef [41], a fresh global crisis and a quick shift in economic policies might
make businesses unsustainable, unproductive and moribund [41]. Even the pandemic-
prevention measure of remote working has drawbacks, such as decreased opportunities for
advancement, information asymmetry, a disintegration of professional connections as well
as a rise in professional and personal pressures, all of which can lead to lower workplace
productivity [42,43]. It is vital to develop an appropriate work environment for employees
on this basis [42]. Employees’ emotional and mental health concerns increase as a result of
their isolation in the job, affecting their productivity and satisfaction [44]. It causes increased
stress levels, which are noticeable during times of crisis or adversity [45], as shown during
the epidemic. According to Castro-de-Araujo and Machado [44], high levels of uncertainty
and the global crisis may have a substantial impact on people’s mental health [44]. As a
result, low pro-social bonding can lead to lower employee productivity [45–47]. In general,
a stable business terrain and employee interactions are important for productivity [48], and
the lack of a support structure when needed leads to increased workplace unhappiness [42].

2.5. Volunteering and Longevity Development
2.5.1. Volunteering

Succinctly put, the term volunteering means helpfulness [10,49]. It refers to assisting
colleagues in the workplace with their tasks, for example, gladly supporting new em-
ployees, assisting overworked coworkers, assisting absent workers and leading staff to
meet targets, to name a few. Volunteering, as stated by Zheng et al. [9], is a voluntary
behaviour in which one employee helps a colleague with a specific problem to finish their
assignment under unique conditions [9]. Tambe and Shanker [11] have confirmed that vol-
unteering is significantly linked with productivity evaluation and correspondingly, positive
affectivity [11]. Yen and Neihoff [50] note that since an employee can use his or her slack
time to volunteer on more essential work, supporting colleagues makes the operational
structure highly efficient [50]. It also entails interacting with others on job responsibilities,
and this behaviour must be helpful to the workplace [51]. A societal approach appears to
be the most true to the original meaning of volunteering among the perspectives examined.
Originally, volunteering referred to the collectivistic ideology of living one’s life for the
benefit of others, which is the polar opposite of egoism [6,26]. Volunteering, according to
Bykov [52], is a moral standard that entails certain societal expectations of assisting, serving
or supporting others in various social circumstances [52]. This description emphasizes that
volunteering is about more than just helping others and sacrificing personal gain. Rather,
it represents cultural values and a guiding principle of how to behave in society, namely,
putting the greater good ahead of personal benefit. Thus, whereas pro-social behaviour
refers to behaviour that society values and expects [19], volunteering is more explicit in
what is anticipated as well as appreciated and is clearly specified, precisely enhancing the
collective well-being.
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2.5.2. Longevity Development

Economic growth, business and environmental sustainability, social equality and cul-
tural diversity are all elements that have been associated with the term lifespan
development [53]. Similarly, Lelimann et al. [54] suggest that a lifespan development
strategy should prioritize addressing people’s basic needs while also protecting future
generations’ quality of life [54]. World Health Organization rendering [55], socio-economic,
cultural and environmental developments are all linked pillars of longevity development.
Furthermore, the building blocks for achieving lifespan development are recognized as
information, integration and engagement. As a result, all employees of a company whose
knowledge and skill sets are vital for solving current challenges and preparing for fu-
ture ones would be considered long-term employees. Rožman et al. [40] assert that any
worldwide instability has an impact on employees’ professional and personal lives, leading
to frustration, paranoia [56], stress and burnout [40]. Furthermore, unpleasant moods
might damage employees’ work commitment, resulting in poor outputs that can eventually
affect a company’s capacity to stay in business. Rožman et al. [40] further contend that
lockdown conditions harm lifespan development, since employees who work from home
are unable to experience the workplace climate at home [40]. Career and personal life
stresses occur as a result of frequent interruptions by family members. It is worth noting
that some employees working from home lack the necessary tools (ICT and specialized
workplace). Most employees are anxious and unhappy as a result of these situations, and
they lose concentration on their work, resulting in decreased productivity and a failure
to grow longevity [47]. Furthermore, Abdulkareem and Oyeniran [14] state that the well-
being of these human capital resources (staff) is crucial in the development of educational
longevity [14]. The university administration is to increase and expand its functions and
programs in order to build a high-level workforce in the context of a nation’s needs [57]. In
the absence of this, a workplace’s operations must relate to company aims and aspirations
if it is to continue. However, the performance of units and departments should be carefully
controlled to preserve competitiveness, efficiency and viability. Hence, from the above, the
following null and alternate hypotheses are proposed:

H0. Volunteering does not impact the longevity development of university administration.

H1. Volunteering impacts the longevity development of university administration.

2.6. Collaboration and Competitive Edge
2.6.1. Collaboration

Tambe and Shanker [11] define it as constructive participation in a workplace’s polit-
ical process by contributing to the process through the unbiased expressing of opinions,
attending meetings and addressing topics with coworkers that are important to the group’s
well-being [11]. Collaboration is an individual’s active display of diligent participation in
things about the workplace’s method of functioning. It also denotes a broad amount of in-
terest in, and commitment to, our desire for the organization’s operations. It demonstrates
a willingness to actively participate in group or business events, watch the workplace
environment for risks and opportunities and figure out the best options for optimal work
performance. When employees believe and perceive themselves to be a part of the work-
place, certain behaviours emerge [58]. This facet of pro-social behaviour (collaboration)
is based on Graham [59] results, as quoted by Tambe and Shanker [11], which suggest
that employees should be responsible for being good citizens of their group [11,59]. This
behaviour/action demonstrates the employees’ acceptance of their roles as members of a
system and the responsibilities that come with this.

2.6.2. Competitive Edge

The concept of competitive edge incorporates the logic of value creation and delivery.
An organization’s competitive advantage improves its long-term viability. A workplace
with a competitive edge creates value in an economic exchange in which the firm captures
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more value than its competitors could create [60]. It comprises cost savings across the board,
as well as in some of the most essential areas where businesses may save money, such as
time, space, effort and energy. Goksoy et al. [12] assert that a company’s competitive advan-
tage is its ability to give superior products and services to customers when compared to its
competitors’ products and services [12]. Furthermore, the ability of a company to innovate
is thought to play a role in its competitiveness. Hitt et al. [61] believe that innovation is
essential for businesses to compete in both domestic and worldwide markets [61]. As a
result, competitiveness is based on invention, because competitors cannot easily copy it.
The intensity of rivalry in a business environment determines the level of innovation to
be expended into product and service delivery, which can affect a firm’s competitive edge,
level of occupational stress, lower job satisfaction or mental health issues [60]. Furthermore,
businesses with a market leadership position have highly innovative employees who drive
productivity, which leads to increased customer satisfaction and, eventually, increased sales
and profitability. From a workplace or workforce standpoint, having a competitive edge is
critical to productivity. It forecasts employee performance, firm success and the company’s
financial results, which are all tied to sustainability [62,63]. From the above, the following
null and alternate hypotheses are proposed:

H0. Collaboration does not impact the competitive edge of university administration.

H1. Collaboration impacts the competitive edge of university administration.

2.7. Empirical Insight and Critique of Reviewed Related Literature

Omoankhanlen et al. [64] investigated the impact of pro-social behaviour and firm
commitment in Rivers state, Nigeria’s public sector. The mean and standard deviation
statistical tools were used to analyze the data. Findings indicated that pro-social behaviour
had a positive effect on commitment. It, therefore, concluded and recommended that
pro-social behaviour is essential for a firm commitment, and that there is a need for
supervisors to understand the concept of pro-social behaviour and how it influences
staff commitment [64]. The study by Omoankhanlen et al. [64] did not delve deep into
explaining the various variables of pro-social behaviours, and this has made the concept
ambiguous to decipher its role in promoting workplace performance. Hence, this research
will advance the findings of Omoankhanlen et al. [64] through its detailed explanation of
associated variables, establishment of their relationship and how the recommendations
could serve as a game changer in the global competitive market to earn and sustain a firm’s
competitive edge.

Dávila and Finkelstein [65] analyzed organizational citizenship behaviour and the
well-being of educational institutions in Spain. The survey instrument measuring the
research inquiries was completed by 144 people from 17 different educational institutions
in Spain. Organizational citizenship behaviour and motives were found to be significantly
connected with well-being, with altruistic intents having a greater association than egoistic
goals. It recommended that the perception of organizational citizenship behaviour must be
regarded as in-role because it is associated with well-being [65].

Bülbül [66] studied social work design and pro-social company behaviours in Azer-
baijan. The researchers looked into the social components of work design as potential
antecedents of pro-social firm behaviour. The survey included 308 workers working in
white-collar positions across a variety of businesses. Collaboration and compassionate in-
teractions were found to contribute considerably to pro-social behaviours in offices among
the antecedents studied, but interdependence had little effect. It further recommended the
continued practice and support of pro-social behaviours by executives and subordinates as
they create productive company outcomes [66]. The findings of Bülbül [66] are in tandem
with the result of Dávila and Finkelstein [65]. The authors share a similar positive opinion
on the significance of adhering and promoting selflessness and voluntary assistance at the
workplace. This present study will further proffer its evaluation into a more contemporary
concept and its effect on competitiveness.
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Yasar et al. [38] analyzed the relationships between sustainable firm performance and
organizational citizenship-learning capacity in the Nigeria banking sector. A survey study
method with statistical conduct was used. The results of the data analysis demonstrated a
substantial positive relationship between organizational citizenship-learning and business
performance. The study made practical suggestions on how management might improve
the firm’s organizational learning in order to improve organizational performance [38].

Margaretha [30] examined the study on motivation, task burnout and the moderating
role of organizational citizenship behaviour. Data were gathered from 97 workers from a
number of private health centres in Jakarta, Indonesia, through the use of a questionnaire
set. The results indicated that motivation (intrinsic and extrinsic) has a significant effect
on task burnout. The study thus proffers managerial implications that managers can
balance the realization of employee needs that trigger the emergence of intrinsic and
extrinsic motivation, which is also expected to avert the occurrence of task burnout on
employees [30]. The study of Margaretha [30] did not clearly establish the moderating
factors of organizational citizenship behaviour and how it moderates motivation to further
avert task burnout. Hence, this study will serve as an expansion of the literature by
shedding more light using pro-social behaviour as a surrogate and how it could serve as a
motivating factor to further eliminate task burnout and promote conducive interpersonal
relationship environments for a workforce.

Pradhan and Jena [67] investigated workplace employee development in Indian indus-
trial and service organizations. The 38-item employee development scale was completed
by 361 directors from Indian industrial and service companies. The new scale was designed
after an exploratory component analysis revealed three separate factors of employee devel-
opment: task, adaptive and contextual performance (TAC). It was suggested that the firm’s
behavioural specialists use the findings from the elements studied to improve and sustain
the working environment [67]. In rejoinder to the above study, the findings are somewhat
ambiguous in their attempt to implement the suggested policy implication due to vague-
ness of the relationship between the variables. Following this, this research is deemed
to clearly and specifically highlight Pradhan and Jena’s [67] study and further suggest a
universal acceptable medium of utilizing pro-social behaviour to enhance workplace and
employee development.

Masood et al. [68] investigated the role of job complexity and relationship with su-
pervisor on the long-term innovation and competitiveness of firms in Pakistan. Data were
acquired using a suitable sample method from banking employees at various branches
of seven banks in Multan and analyzed using a correlation statistical tool. There was no
clear link between work difficulty and supervisory relationship in the findings. In addition,
worker creativity had shown weaker significance with a prolonged competitive benefit
for firms [68]. The above study contrasts with those of Yasar et al. [38], which affirmed
a negative relationship between the tested variables. However, the divergent views of
the authors could be occasioned by environmental factors and different organizational
climates. Hence, this present research will serve as a moderator in analyzing these variables
altogether to reach a consensus.

Suhag et al. [69] investigated the impact of competitive innovation on firm advantage
over other firms in the telecommunication sector in Pakistan. The research adopted the
survey method in which the questionnaire was administered to 200 personnel of the telecom
industry in Islamabad and Rawalpindi. The data were analyzed using a regression analysis.
Product innovation, process innovation and organizational innovation all had a favourable
impact on organizational performance, according to the findings [69].

In reviewing the extant literature, it was observed that most of the available literature
was on a macrosystem basis involving either an entire nation or an industry [38,70]. In
addition, by stressing the country and industry-specific nature of the research findings,
their applicability is limited and constrained, in the sense that, what is obtainable in
the country or industry does or may not be suited or applicable in another country or
industry [71]. Hence, this study seeks to give empirical evidence from a micro or firm basis
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and perspective (university administration). Furthermore, there exists a replete of studies
on pro-social behaviours about other variables, see: [8,34,35,72]. However, a research
dearth/gap exists concerning the variable of workplace performance, and in the industry
or sector scope of university administration, see: [30,49]. As such, the research is made
justifiable by attempting to bridge the gap in the literature and providing empirical proof of
the extent to which pro-social behaviours impact workplace performance and sustainability
of university administration.

3. Research Methodology

The study employed the survey approach, which focuses on the specific phenomenon,
and both academic and non-academic personnel from the University of Nigeria, Enugu
Campus were used as sample respondents for the study’s data collection and analytics.
Data were collected using a well-structured questionnaire set which was designed utiliz-
ing the five (5) point Likert scale queries on the study theme and also prepared for easy
comprehension to elicit factual and interpretive information. The research population
figure was quoted as 1026 (as of January 2022) and was provided by the office of the
Deputy Vice-Chancellor (administration) of the university. The selected respondents/staff
were purposively chosen based on their involvement in the university administration,
responsibilities/duties and job description; while the administration of the questionnaire
was completed randomly to co-opt all administrative spheres of the university (facul-
ties/departments, registry, bursary, student affairs, works/maintenance, security and ICT
departments). The Bill Godden [73] mathematical formula was used to obtain a sample
size of 264, while each stratum of the staff was estimated using the Bowley proportional
allocation statistical technique, giving a 102 and 162 for both academic and non-academic
staff, respectively [73]. The questionnaire was delivered to the respondents in 264 copies,
with 202 copies (or 77%) duly completed and returned, and 62 copies (or 23%) not returned.
To ensure that the questionnaire items were correct, content and face validation were
used. A reliability test was also executed using Cronbach alpha, which yielded a value of
0.733. This indicates that things are quite dependable. The data collected were analyzed
using a simple linear regression of the Statistical Package for Social Sciences, Version 20.
We rejected the null hypothesis if the calculated value at the 5% significance level with
the appropriate degree of freedom was greater than the table value; otherwise, we did
not reject.

3.1. Data Presentation and Analyses

This section captures the responses of respondents to the questionnaire items, which
are presented in Tables 1–8.

Table 1. The extent to which volunteering impacts longevity development of university administration.

S/NO OPTION SA A U D SD Total

1 Helping colleagues with an unfamiliar
task improves their competence. 45 106 12 30 9 202

2
Assistance to coworkers in areas where
they are having difficulty has an impact

on skill and knowledge acquisition.
78 100 12 12 – 202

Source: Authors’ fieldwork 2022.

Table 2. Model summary b.

Model R R Square Adjusted R
Square

Std. Error of
the Estimate

Durbin–
Watson

1 0.808 a 0.621 0.820 0.68838 1.531

Source: Authors’ fieldwork 2022. a Predictors: (Constant), Volunteering; b Dependent Variable: Longevity
Development.
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Table 3. ANOVA b.

Model Sum of
Squares Df Mean

Square F Sig.

1
Regression 1123.548 1 1123.548 2.371 × 103 0.000 a

Residual 245.460 200 0.474
Total 1369.008 201

Source: Authors’ fieldwork 2022. a Predictors: (Constant), Volunteering; b Dependent Variable:
Longevity Development.

Table 4. Coefficients a.

Model

Unstandardized
Coefficients

Standardized
Coefficients T Sig.

B Std. Error Beta

1
(Constant) 0.738 0.061 12.104 0.000

Volunteering 0.950 0.020 0.906 18.600 0.000
Source: Authors’ fieldwork 2022. a Dependent Variable: Longevity Development.

R = 0.808
R2 = 0.621
F = 2.371 × 103

T = 18.600
DW = 1. 531

3.2. Discussion

The regression sum of squares (1123.548) is higher than the residual sum of squares
(245.460), implying that the model does not account for as much variation in the dependent
variable. The significance value of the F statistic (0.000) is less than 0.05, implying that the
variation explained by the model is not random. Volunteering and longevity development
have a favourable link, according to R, the correlation coefficient, which is 0.808. Changes in
volunteering account for 62.1% of the variation in longevity development, according to the
R square coefficient of determination. The error of the estimate is modest using the linear
regression model, with a value of about 0.68838. There is no autocorrelation, according
to the Durbin–Watson statistic of 1.531, which can be estimated to 2. The volunteering
coefficient of 0.808 suggests a statistically significant positive link between volunteering and
longevity development (t = 18.600). As a result, the null hypothesis that volunteering has
no impact on a university administration’s longevity development should be rejected, and
the alternative hypothesis that volunteering has an impact on a university administration’s
longevity development should be accepted. This result is in line with the findings of
Bykov [52] and Omoankhanlen et al. [64], who found that volunteering had a favourable
impact on civil workers’ long-term commitment in Rivers state [52,64]. Organizational
citizenship behaviour and motives were found to be strongly associated with well-being
by Dávila and Finkelstein [65], with altruistic intents having a larger association than
egoistic goals [65]. Furthermore, the Rožman et al. [40], Murphy and Ackermann [19] and
Bülbül [66] studies asserted collaboration and compassionate exchanges were found to
contribute significantly to social exchanges in offices [19,40,66]. Bierhoff and Rohmann [74],
and Rachlin [75] observed that pro-social activities are influenced by selfless mind-sets in
general and social duty in particular [74,75]. Likewise, they noted that when people are
engaged in decision-making, selfless behaviours are prompted. However, they contradict
Masood et al.’s [68] position that a direct relationship exists between lower job complexity
and adequate supervisory relationship; in addition to the findings that worker creativity has
shown weaker significance with a prolonged competitive benefit for firms in the region [68].
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Table 5. The level at which collaboration impacts the competitive edge of university administration.

S/NO OPTION SA A U D SD Total

1 Staff participation in decision-making
is consistent in the university. 20 30 27 90 35 202

2
Ceremonies or functions held by the
organization help to strengthen the

workplace’s reputation.
25 67 25 58 27 202

Source: Authors’ fieldwork 2022.

Table 6. Model summary b.

Model R R Square Adjusted R
Square

Std. Error of
the Estimate

Durbin–
Watson

1 0.879 a 0.773 0.773 0.54352 1.561

Source: Authors’ fieldwork 2022. a Predictors: (Constant), Collaboration; b Dependent Variable:
Competitive Edge.

Table 7. ANOVA a.

Model Sum of
Squares Df Mean

Square F Sig.

1
Regression 510.381 1 510.381 1727.670 0.000 b

Residual 149.776 200 0.295
Total 660.157 201

Source: Authors’ fieldwork 2022. a Dependent Variable: Collaboration; b Predictors: (Constant),
Competitive Edge.

Table 8. Coefficients a.

Model

Unstandardized
Coefficients

Standardized
Coefficients t Sig.

B Std. Error Beta

1
(Constant) −0.448 0.059 −7.571 0.000

Collaboration 1.329 0.032 0.879 41.565 0.000
Source: Authors’ fieldwork 2022. a Dependent Variable: Competitive Edge.

R = 0.879
R2 = 0.773
F = 1727.670
T = 41.565
DW = 0.161

3.3. Discussion

The regression sum of squares (510.381) is greater than the residual sum of squares
(149.776), implying that the model explains more of the variation in the dependent variable.
With a significance value of less than 0.05, the F statistics show that the variation explained
by the model is not due to chance. With a value of 0.879, the correlation coefficient, R,
demonstrates a favourable relationship between collaboration and competitive advantage.
Changes in collaboration account for 77.3% of the fluctuation in the competitive edge,
according to the R square coefficient of determination. The error of the estimate is modest
with the linear regression model, with a value of about 0.54352. There is no autocorrelation,
according to the Durbin–Watson statistic of 1.561, which is approximated to 2. The corre-
lation coefficient of 0.879 suggests a statistically significant positive and substantial link
between collaboration and competitive edge (t = 41.565). Therefore, the null hypothesis
that collaboration does not impact the competitive edge of university administration is
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rejected and the alternative hypothesis that collaboration impacts the competitive edge of
university administration is thus accepted. This result is in complete disagreement with
the findings of Grönlund et al. [71] which claimed that deliberation, which is a civic virtue
characteristic, did not affect the citizen’s participation in political affairs [71]. Additionally,
Anais [70] asserts that civic virtue exemplifies further the prevalence of the inability, apathy
and prejudice of citizens of [70]. Nonetheless, it validates the findings of Margaretha [30]
and Podsakoff et al. [58] that motivation, and engagement of work had a significant positive
influence on individual level consequences, and firm prolonged viability [30,58]. Pradhan
and Jena [67] maintained the position that employee development created an edge in terms
of competition and rivalry [67]. Furthermore, it supports Chanana [47], and Yasar et al. [38],
who found a positive significant relationship between job engagement, competitiveness,
firm-learning and performance [38,47]; and Suhag et al. [69], and Obrenovic et al. [49] who
found that knowledge sharing, and process innovation had a positive impact on improved
engagement and job satisfaction [49,69].

4. Conclusions

Pro-social behaviours come in many distinct forms. They are understood and con-
ceptualized as a worker who goes above and beyond the call of duty; an employee who
takes initiative and frequently offers to assist others; or a coworker who is knowledgeable,
helpful and cooperative. They also refer to a wide range of employee acts that go beyond
specified tasks and are generally motivated by personal goals. In the university, employees’
support comes through enhancing the performance and well-being of both colleagues
and the workplace, and this is reflected in a high workplace reputation and acquisition of
‘on-the-job’ skills. Based on the tested hypothesis, this study conclusively asserts that these
variables (volunteering, collaboration, longevity development and competitive edge) as
agreed and strongly agreed by the administrators of the university (research respondents)
are a prerequisite and phenomenal indices for the willful and unbiased acts of pro-social
behaviours that highlight the viability and sustainability of university administration.

Policy Implication

In line with the stated conclusion, the study posits the following policy implications:

1. Management of universities should ensure that a cordial atmosphere and platform
exist that make the willingness for acts of volunteering to thrive and be practiced
within the university workplace. This they can achieve by strategically identifying,
developing and accessing staff engagement to enable helpful roles, as it leads to the
university administration’s viability and sustainability.

2. The university administrators must instill and inculcate a high-level organization-
wide involvement in university administration and compliance to rules of conduct, by
conducting regular employee meetings or programs and functions. This is strongly
advised as it coordinates and improves employees’ collaborative obligations, and
adherence to rules and regulations, which help university administrators to manage
people’s dynamics, while enhancing workplace performance and sustainability of the
university administration.

5. Limitations and Scope for Future Research

Among the most prominent limitations of this study was the paucity of research
materials on the subject matter, together with time constraints on the part of the respondents.
However, this was addressed by sourcing relevant related literature, both in print and
online, which gave significant insight on the discourse. Additionally, the respondents
were met at lecture venues or staff meetings, which gave them a collapsed time to address
the survey.

Having made our modest contribution, we propose a scope for future research. There
are two aspects of importance to this study. The first hinges on the observation that
a quantum of studies have been completed on organizational behaviours. While this
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has brought about an abundance of literature on the topic, a closer look at these studies
shows that there are few-to-no consensuses on what firms should do to mitigate the
diminishing tendencies of pro-social behaviours brought about particularly by a lack of
financial rewards. A systematic investigation and review must be carried out with emphasis
on the methodology, policy and administrative implications of such on the universities.
Secondly, more studies must focus on firms in the financial and telecommunications sectors.
These sorts of firms are highly complex, dynamic, organically structured and probably
more vulnerable to workplace stressors, resulting in them needing as much help as possible.
It also makes them the most affected in employee turnover cases, resulting in a dire
scarcity of talent, after a competitor firm beckons. Hence, pro-social behaviours as a
criterion for recognizing and rewarding employees should become a veritable strategy for
organizational sustainability.
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