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ABSTRACT: This study was guided by the importance of a skilled workforce in achieving government objectives. Like other state civil services in Nigeria, the Delta State Civil Service was established to implement government policies and directives; however, it has continued to face challenges related to weak policy implementation over the years. Against this backdrop, the study examined the influence of knowledge-based human resource management (HRM) practices on Organisational citizenship behaviour (OCB) in the Delta State Civil Service, Asaba, Nigeria. The HRM practices considered include knowledge-based recruitment and selection, training and development, performance appraisal, and compensation systems. A survey research design was adopted, and data were collected using structured questionnaires administered to employees of the Delta State Civil Service Commission in Asaba. Systematic random sampling was used to select respondents, resulting in a sample size of 153 participants. Out of the total questionnaires distributed, 129 were properly completed and returned, representing an 84.3% response rate. The data collected were analysed using both descriptive and inferential statistics with the aid of SPSS version 23.0. The findings revealed that all the dimensions of knowledge-based HRM practices, recruitment and selection, training and development, performance appraisal, and compensation, have a significant positive effect on Organisational citizenship behaviour in the Delta State Civil Service. The study, therefore, concludes that knowledge-based HRM enhances Organisational citizenship behaviour by improving Organisational knowledge, promoting learning, and encouraging knowledge creation among employees. Based on these findings, the study recommends, among others, that the Delta State Civil Service should strengthen its knowledge-based HRM policies in ways that promote employees’ civic behaviour. It further suggests that such policies should be designed to attract, motivate, and retain competent personnel to improve overall Organisational performance.
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INTRODUCTION

[bookmark: _GoBack]Organisational Citizenship Behaviour (OCB) refers to voluntary employee actions that demonstrate loyalty and commitment to both the organization and fellow workers. The concept was originally introduced by Organ (1988), who described it as discretionary behaviours that are not formally required or directly rewarded but which significantly enhance Organisational efficiency and effectiveness. Such behaviours include employees assisting colleagues with their tasks without expecting financial rewards or formal recognition. In the Nigerian workplace, where work demands are often intense and fast-paced, employees increasingly regard helping colleagues as an important aspect of workplace culture (Uzonwanne, 2014).

OCB has gained considerable attention in Organisational behaviour and psychology due to its positive impact on Organisational development. It represents a flexible and voluntary form of employee behaviour that is not enforced by management, yet it contributes meaningfully to Organisational growth and effectiveness (Weerasooriya, Rebecca, & Jawad, 2024). Employees who exhibit strong citizenship behaviour often demonstrate a sense of obligation and commitment that goes beyond formal job requirements.

Citizenship behaviour is largely influenced by effective human resource management and the level of employee expertise, as it is closely linked to managerial assessment of performance. In many organizations, knowledge-based human resource management has become central, where workplace systems are structured around high skills, expertise, and strong knowledge capacity. This approach emerged as competition intensified and concerns grew about gaps in employees’ skills and competencies. Karl and Milagros (2025) argue that knowledge-based HRM is necessary for improving Organisational citizenship behaviour, as it supports high-performance work environments driven by knowledge and expertise. Similarly, Swart and Kinnie (2013) note that integrating human resource management with a knowledge-based perspective remains an important but underexplored area with significant potential.

Research shows that employees who engage in citizenship behaviour tend to improve overall productivity and enhance Organisational performance. Such behaviours are not typically mandated by management, but they arise from employees’ belief that their organization deserves extra effort and commitment (Fu, 2013). OCB is also closely associated with teamwork, knowledge sharing, and collective learning, particularly in relation to training and development processes that support both individual and Organisational growth. Furthermore, the success of any organization largely depends on the quality of interpersonal relationships and behavioural attitudes among employees (Kamhawi, 2012). Positive employee attitudes toward work and colleagues serve as a foundation for improved performance, higher efficiency, and the achievement of Organisational goals (Suleiman, 2013; Mazeli, Ejinkonye, Uloghobui & Onehi, 2024).

Despite its relevance, there is still limited empirical research on knowledge-based HRM as a determinant of Organisational citizenship behaviour. In particular, very few studies have examined how knowledge-based HRM influences OCB in the Nigerian context. This study, therefore, seeks to address this gap by critically examining the impact of knowledge-based human resource management on Organisational citizenship behaviour in the Delta State Civil Service, Asaba, Nigeria. However, specifically through recruitment and selection, training and development, performance appraisal and compensation. 

LITERATURE REVIEW

Knowledge-Based Human Resource Management 
According to Lugar and Novievi (2021), knowledge is a dynamic combination of experiences, values, contextual information, and expert understanding that individuals use to interpret and integrate new information. They further explain that knowledge is generated and applied within the human mind. This highlights the close relationship between knowledge management and human resource management, as both are concerned with how information, skills, and expertise are developed and utilised within organisations.

Human resource management and knowledge management also overlap in key organisational processes such as team formation, cross-functional collaboration, communication systems, and the development of internal networks. Knowledge-based human resource management, therefore, focuses on building an organisational environment that supports learning, innovation, and continuous knowledge sharing among employees (Althabhawee & Saeed, 2023;Mazeli, Adigwe & Ananwude, 2020). In this approach, HRM not only acquires and distributes knowledge but also applies it to strengthen both human and organisational capabilities. It also promotes the efficient and effective use of human resources through the development of skills, competencies, and knowledge-driven work practices (Lamptey, 2021).

Minbaeva (2013) argues that organisations must modify traditional human resource management practices to effectively encourage knowledge creation and sharing. In the same vein, knowledge-based HRM strategies are specifically designed to enhance organisational learning processes. Laursen and Foss (2003) describe knowledge-based HRM as a set of interconnected practices aimed at attracting, retaining, and motivating employees to create, share, and apply knowledge. They further suggest that implementing these practices as an integrated system is more effective in promoting supportive organizational behaviour.

Similarly, Alsafadi and Altahat (2021) note that knowledge-based HRM plays a significant role in improving employee satisfaction and job commitment, which in turn enhances organisational performance as well as employee well-being and knowledge development. In addition, knowledge-based HRM helps organisations build a strong base of institutional knowledge, shared experience, and structured processes, thereby creating “organisational memory” that remains even when employees leave. However, one of its key challenges is ensuring that employees actively apply their knowledge and ideas to develop new products and improve organisational processes (Althabhawee & Saeed, 2023). This requires HRM to identify where tacit knowledge resides within the organisation and how it can be effectively utilised to achieve organisational goals.

Furthermore, human resource management plays an important role in evaluating employee knowledge and determining its value to organisational performance, particularly in assessing the outcomes of knowledge management initiatives (Sivagiri, 2019). Overall, from a knowledge-based perspective, HRM practices are increasingly viewed as essential tools for building learning-oriented, innovative, and high-performing organisations such as: 

Knowledge-Based Recruitment and Selection
Recruitment and selection involve attracting and choosing the most suitable candidates who can meet job requirements and fit into the organisation’s culture and work environment (Torrington, Hall, Taylor, & Atkinson, 2014). Recruitment focuses on identifying and attracting potential employees, while selection involves choosing those who are best suited for the job. These processes significantly influence knowledge creation because they determine the type of knowledge and skills brought into the organisation (Kianto, Sáenz, & Aramburu, 2017; Ananwude, Ngaikedi & Mazeli, 2026).

Research shows that an organisation’s innovation capacity depends largely on its knowledge base, which is shaped through the hiring of skilled and talented individuals (Jiang, Wang, & Zhao, 2012). Rather than focusing only on existing skills and experience, Lepak and Snell (2002) suggest that employers should prioritise candidates with high potential, as they are more adaptable and capable of acquiring new skills required for innovation. In addition, the ability to collaborate is an important consideration in recruitment since much organisational learning occurs through teamwork. In essence, knowledge-based recruitment emphasises selecting individuals with strong learning ability, knowledge potential, and networking skills.

Knowledge-Based Training and Development: Robbins, Judge, and Campbell (2010) note that employee competence is not permanent, as skills can decline or become outdated over time. Therefore, organisations must invest in training and development to align employees’ current skills with required competencies. Such initiatives help improve knowledge creation and strengthen human capital. Training also enhances creativity and deepens employees’ understanding of their job roles (Jiang et al., 2012).

In simple terms, knowledge-based training and development focus on continuously improving employees’ knowledge and skills, tailoring learning programmes to individual needs, and ensuring ongoing professional development to support organisational growth.

Knowledge-Based Performance Appraisal: Performance appraisal serves as an important tool for shaping employee behaviour. In knowledge-based HRM, performance evaluation should include clear criteria related to knowledge activities such as knowledge sharing, creation, and application. This helps strengthen learning-oriented behaviour within the organisation.

According to Lepak and Snell (2002), feedback from performance appraisal helps employees identify gaps between expected and actual performance, encouraging improvement and innovation. Similarly, appraisals that emphasise learning and development build employee confidence and motivate them to pursue higher levels of knowledge acquisition (Jiang et al., 2012). Therefore, knowledge-based performance appraisal evaluates employees based on their contribution to organisational knowledge processes (Alavi & Leidner, 2001).

Knowledge-Based Compensation: Compensation systems play a key role in encouraging knowledge-related behaviours within organisations. To motivate employees to share, create, and apply knowledge, organisations can use both financial incentives, such as bonuses, and non-financial rewards such as recognition and status (Andreeva & Kianto, 2012).

Studies have shown that well-structured incentive systems encourage employees to invest time and effort in knowledge sharing and innovation (Chen & Huang, 2009; Kamhawi, 2012). In summary, knowledge-based compensation refers to reward systems that recognise employees based on their contributions to knowledge sharing, creation, and application. Al-Tal and Emeagwali (2019) further emphasize that effective incentive structures are essential for promoting innovation and continuous knowledge development among employees.

Organisational Citizenship Behaviour
The concept of Organisational Citizenship Behaviour (OCB) emerged in management literature in the early 1980s through the work of Organ and his colleagues. They observed that employees often engage in discretionary behaviours that go beyond their formal job descriptions, such as assisting coworkers, improving the work environment, showing initiative, and striving for excellence. Although these actions are not formally required, they significantly contribute to overall organisational effectiveness (Karl & Milagros, 2025).

OCB refers to voluntary employee behaviours that extend beyond assigned duties to support organisational success. McShane and Von-Glinow (2008) similarly describe it as extra-role behaviour that enhances organisational performance. These behaviours are typically voluntary, spontaneous, and not formally rewarded, yet they positively influence both colleagues and the organisation. Dorothea (2013) further explains that OCB is not explicitly recognised by formal reward systems, but it reflects employees’ willingness to exceed job expectations for the benefit of the organisation.

Organisational citizenship behaviour is generally characterised by three key features: it involves actions not included in formal job descriptions, it requires employees to go beyond minimum job requirements, and it contributes to improved organisational efficiency and productivity.

Organ (1990) identifies five main dimensions of OCB: altruism, conscientiousness, courtesy, sportsmanship, and civic virtue. Altruism involves voluntarily helping coworkers solve work-related problems. Conscientiousness refers to performing duties beyond the minimum required standards. Courtesy involves being considerate and preventing workplace conflicts. Sportsmanship reflects maintaining a positive attitude even in difficult conditions without complaining (Njoroge & Butali, 2022). Civic virtue refers to active and responsible involvement in the organisation’s affairs and governance.

OCB plays an important role in organisational development by improving coordination, efficiency, and overall productivity. According to Andrianto and Palupi (2023), it enhances managerial effectiveness, strengthens teamwork, improves resource utilisation, and helps organisations attract and retain competent employees.

Alshihabat and Atan (2020) also identify five indicators for measuring OCB: altruism (helping beyond duty), courtesy (reducing workplace conflicts), sportsmanship (maintaining a positive attitude in difficult situations), civic virtue (showing concern for organisational welfare), and conscientiousness (strict adherence to rules and procedures).

Podsakoff et al. (2009) further note that OCB is closely linked to managerial performance evaluations, reward distribution decisions, absenteeism, employee turnover, and retention. Ultimately, OCB improves organisational productivity by encouraging cooperation and knowledge sharing. For example, experienced employees who voluntarily guide new staff help improve teamwork and enhance overall organisational performance.

Theoretical Framework
Social Exchange Theory 
The relationship between an organization and its employees can be understood through the lens of either economic or social exchange. Economic exchange is based strictly on formal contracts that specify defined duties and obligations, with no expectation of employees performing beyond what is explicitly stated in the agreement (Blau, 1964).

In contrast, social exchange involves less formal arrangements and is guided by the principle of reciprocity, where both parties voluntarily provide benefits over time in expectation of mutual goodwill and long-term relationship building (Blau, 1964; Eisenberger, Huntington, Hutchison, & Sowa, 1986). Unlike economic exchange, social exchange relationships rely heavily on trust and ongoing mutual commitment for their sustainability.
Within employment relationships, interactions are often shaped more by social exchange principles (Blau, 1964). For example, Organisational justice, how fairly employees perceive they are treated by management, can be seen as the employer’s contribution to this exchange relationship. Employees, in turn, tend to respond through discretionary behaviours such as Organisational Citizenship Behaviour (Moorman, 1991).

Furthermore, consistent with social exchange theory, research shows that perceived Organisational support and trust act as mediating factors between fairness perceptions and citizenship behaviour. In this context, OCB reflects employees’ positive perception of their relationship with the organization and their willingness to reciprocate favourable treatment through extra-role behaviours (Allen, Shore, & Griffeth, 2003).

Social Exchange Theory is highly relevant to this study as it offers a clear explanation of why employees engage in Organisational Citizenship Behaviour (OCB) in response to human resource management practices within the Delta State Civil Service. The theory views workplace relationships as reciprocal exchanges, where employees are likely to respond positively when they perceive fairness, support, and organisational investment in their well-being and development.

In this study, knowledge-based HRM practices, such as recruitment and selection, training and development, performance appraisal, and compensation, represent the organisation’s input into the employment relationship. When these practices are effectively implemented, employees are more likely to perceive the organisation as fair, supportive, and committed to their professional growth. Social Exchange Theory suggests that such positive perceptions encourage employees to reciprocate through discretionary behaviours like OCB, including assisting colleagues, demonstrating greater commitment, and exceeding formal job requirements.

The theory further explains that when employees are provided with opportunities for learning, fair assessment, and adequate rewards, they tend to develop trust in the organisation, which strengthens their willingness to exhibit citizenship behaviour. Conversely, when HRM practices are perceived as weak, unfair, or inadequate, employees are less likely to feel obliged to reciprocate positively, resulting in reduced levels of OCB. Therefore, Social Exchange Theory serves as a strong theoretical foundation for this study by linking knowledge-based HRM practices to employees’ voluntary behavioural responses, which ultimately influence organisational performance and effectiveness in the Delta State Civil Service.

Knowledge-Based Human Resource Management and Organisational Citizenship Behaviour
Research in the literature suggests that key human resource management (HRM) practices, such as recruitment and selection, motivation and reward, and employee evaluation and development, can significantly encourage the emergence of Organisational Citizenship Behaviour (OCB) (Husin, Chelladurai, & Musa, 2012; Fu, 2013). For instance, employees who perceive recruitment and selection processes as fair are more likely to develop positive attitudes toward the organisation and recommend it to others compared to those who feel unfairly treated. Fair hiring processes also tend to increase employees’ trust in management and strengthen their commitment to their roles.

Similarly, when new employees receive voluntary assistance from colleagues during the onboarding process, they are more likely to reciprocate such support in the future. A well-managed induction process not only improves task efficiency but also fosters positive perceptions of the organisation, which can enhance employees’ willingness to engage in citizenship behaviours.

Employee development practices must also meet fairness standards to prevent perceptions of bias or neglect. This requires transparent procedures that clearly define eligibility for benefits such as training sponsorships or coaching opportunities. However, it remains uncertain whether OCB can be directly taught through formal training. Some scholars argue that designing specific training programmes on OCB may even reduce its voluntary nature (Haass, Akhavan, Miao, Soltani, Jan, & Azizi, 2023). Nevertheless, training that encourages broader behaviours, such as skill development, participation in extra-organisational activities, and increased productivity, can still promote citizenship-like behaviours (Turnipseed & Murkison, 2000).


Employees are more likely to exhibit OCB when they perceive genuine opportunities for career development and believe that the organisation will honour its commitments. In contrast, when employees feel that promises regarding career development are not fulfilled, they may become disengaged and limit their efforts to only formally required tasks (Okurame, 2012).

Regarding performance appraisal, research shows that when employees are allowed to participate in the evaluation process, they are more likely to trust the organisation and perceive the system as fair, which in turn promotes citizenship behaviour (Cropanzano, Bowen, & Gilliland, 2007). However, only job-related performance should be assessed under normal circumstances, and any consideration of non-task behaviours should be clearly communicated in advance. When employees are evaluated for informal or contextual behaviours without prior knowledge, they often perceive the process as unfair, which can negatively affect their willingness to engage in OCB.

Empirical Review
Empirical evidence consistently shows that human resource management (HRM) practices significantly influence employees’ attitudes, behaviours, and overall organisational outcomes. When employees are offered training and development opportunities, and when managers regularly assess performance and identify developmental needs, it communicates that employees are valued as key organisational resources (Tansky & Cohen, 2001;Chinwoke, Madubuike, Adiga & Mazeli, 2025; Rhoades & Eisenberger, 2002). Such recognition enhances employees’ sense of worth, thereby strengthening their commitment and willingness to support organisational goals.

In a similar way, reward systems such as pay-for-performance, especially when compensation is competitive or above market levels, improve employees’ perception of organisational support and appreciation (Pfeffer, 1998). Likewise, employee involvement practices, including participation in decision-making and consultative processes, signal respect for employees’ contributions and reinforce a mutually beneficial employment relationship (Allen et al., 2003).
Further empirical findings indicate that integrated bundles of high-performance or high-commitment HRM practices have strong effects on employee attitudes, work behaviour, and retention. These practices can therefore be understood as central mechanisms within the broader framework of social exchange in organisations. In particular, knowledge-based HRM practices—which emphasise continuous learning, skills enhancement, and long-term investment in employees—are more likely to increase employees’ perception of organisational support. This perception, in turn, fosters positive behavioural outcomes such as Organisational Citizenship Behaviour (OCB), where employees voluntarily go beyond their formal job requirements (Njoroge & Butali, 2022; Ejinkonye, Mazeli, Leviticus & Nwosu, 2024).

Allen et al. (2003) further argue that supportive HR practices, including fair reward structures, development opportunities, and employee participation in organisational decisions, strengthen employees’ perceived organisational support. This perception subsequently influences important outcomes such as job satisfaction, organisational commitment, and lower turnover intentions. This relationship is explained through the principle of reciprocity, which posits that individuals feel obliged to return favourable treatment received from their organisation (Eisenberger et al., 1986).

From this standpoint, perceived organizational support reflects the strength of the social exchange relationship between employees and the organization. When employees feel valued, fairly treated, and supported, they are more likely to reciprocate through discretionary behaviours such as assisting colleagues, taking initiative, and demonstrating loyalty, core elements of Organizational Citizenship Behaviour. Therefore, knowledge-based HRM practices that align organizational objectives with employee development needs are particularly important, as they strengthen this exchange relationship and ultimately enhance both individual performance and overall organizational effectiveness.

METHODOLOGY

This study adopted a survey research design with a sample size of 153 respondents. Systematic random sampling was used to ensure that every individual in the sampling frame had an equal and unbiased chance of selection. The sampling frame was drawn from the Delta State Civil Service Commission and consisted of 97 senior staff (grade levels 06–17) and 56 junior staff (grade levels 01–05). Data were collected using a structured questionnaire comprising 20 items adapted from the Knowledge-Based Human Resource Management (KHRM) scale developed by Althabhawee and Saeed (2023). The instrument measured key HRM dimensions such as knowledge-based recruitment and selection, training and development, performance appraisal, and compensation. Organizational Citizenship Behaviour (OCB) was measured using a 16-item scale adapted from Organ et al. (2006), covering key dimensions of citizenship behaviour in the workplace. All questionnaire items were rated on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Before the main study, a pilot test involving 27 employees (without replacement) was conducted to assess the reliability and validity of the research instruments. The SmartPLS statistical tool was used to evaluate the measurement model and confirm the suitability of the instruments for the study. 

     The results are shown in Table 1 below.


Table 1: Validity and Reliability Results
	Construct 
	Number of Items
	Composite Reliability 
	Cronbach’s Alpha 
	Average Variance Extract

	Knowledge-based recruitment and selection
	5
	0.841
	0.734

	0.627


	Knowledge-based training and development
	5
	0.847

	0.749

	0.620


	Knowledge-based performance appraisal
	5
	0.826

	0.721

	0.613


	Knowledge-based compensation
	5
	0.818

	0.709

	0.608


	Organisational citizenship behaviour
	16
	0.859

	0.767

	0.642



Source: Field Survey, 2025


According to Table 1, the five constructs' respective values for composite reliability and Cronbach's alpha range from 0.818 to 0.859 and 0.709 to 0.767, respectively. The values of the composite and Cronbach's alpha coefficients are above the cutoff of 0.70, indicating that all the constructs are reliable (Hair, Hult, Ringle & Sarstedt, 2017). The Average Variance Extract (AVE) discriminant validity values, which are also above the threshold of 0.50 (Hair et al., 2017), provide support for the reliability findings. With the help of SPSS software version 23.0, descriptive and inferential statistics were used to analyze the data that had been collected. 129 of the 153 questionnaires distributed to respondents at the DSCS were retrieved and examined, accounting for 84.3% of the total questionnaires distributed.


Study Area
The Delta State Civil Service (DSCS) was established on 27 August 1991 during the military administration of General Ibrahim Babangida, following the creation of Delta State from the former Bendel State of Nigeria. The Civil Service is responsible for implementing government policies, delivering public and social services, and supporting capacity building through knowledge-based training and staff development programmes. Delta State is richly endowed with both agricultural and natural resources, including rubber, timber, cassava, and crude oil. Official records indicate that the state hosts about 83 of Nigeria’s 159 oil fields and contributes approximately 25% of the country’s total crude oil production. In addition to its petroleum resources, the state’s agricultural output further highlights its economic importance within the national framework.

RESULTS AND DISCUSSION

Correlations among Study Variables 
Table 2 presents the mean scores, standard deviations, and correlation coefficients for all study variables. In relation to the study hypotheses, the results show that knowledge-based recruitment and selection have a significant and positive relationship with Organisational Citizenship Behaviour (OCB) (r = 0.53, p < 0.01). Similarly, knowledge-based training and development are positively and significantly correlated with OCB (r = 0.52, p < 0.01). Furthermore, knowledge-based performance appraisal shows a moderate positive and significant relationship with OCB (r = 0.41, p < 0.01), while knowledge-based compensation also exhibits a positive but relatively weaker significant correlation with OCB (r = 0.34, p < 0.01). Overall, the findings indicate that all dimensions of Knowledge-Based Human Resource Management (KHRM) are positively associated with Organisational Citizenship Behaviour, suggesting that effective KHRM practices are likely to encourage or enhance employees’ voluntary, extra-role behaviours within the organisation.


Table 2: Means, Standard Deviations and Correlations Results
	Variables 
	Mean
	Std.
	1
	2
	3
	4
	5

	Knowledge-based recruitment and selection
	3.98

	0.59

	1.00
	
	
	
	

	Knowledge-based training and development
	4.34

	0.84
	0.48**
	1.00
	
	
	

	Knowledge-based performance appraisal
	4.17

	0.68
	0.53**

	0.43**
	1.00
	
	

	Knowledge-based compensation
	3.64
	0.53
	0.49**
	0.38**
	0.39**
	1.00
	

	Organisational citizenship behavior
	4.76
	0.73
	0.53**
	0.52**
	0.41**
	0.34**
	1.00


Note: N = 129; ** Correlation is significant at p < 0.01 (2-tailed).


ANOVA and Linear Regression Analysis 
In order to examine the study hypotheses and reach conclusions and recommendations that achieve the goals of this study, we used the appropriate inferential statistical methods to test the hypotheses, such as ANOVA and linear regression analysis using Statistical Package for Social Sciences (SPSS) software version 23.0. Table 3 shows the results of ANOVA and linear regression analysis of the effect of knowledge-based human resource management (KHRM) Practices on Organizational citizenship behaviour.


Table 3: The results of ANOVA and linear regression analysis of the effect of knowledge-based human resource management (KHRM) Practices on Organizational citizenship behaviour
	
Independent variables
	Model Summary
	ANOVA
	Coefficients


	
	R 
	R2
	F
	DF 
	Sig. F 
	B
	Std.
	t
	Sig. t 

	KRS
	0.837
	0.699
	748.655
	1
	0.000
	0.832
	0.020
	21.765
	0.000

	KTD
	0.786
	0.645
	675.718
	1
	0.000
	0.776
	0.025
	19.803
	0.000

	KPA
	0.890
	0.811
	752.690
	1
	0.000
	0.828
	0.030
	23.769
	0.000

	KC
	0.683
	0.479
	504.872
	1
	0.000
	0.694
	0.029
	13.760
	0.000


Independent variable:  Organizational citizenship behaviour

Key: KRS = knowledge-based recruitment and selection; KTD = knowledge-based training and development; KPA = knowledge-based performance appraisal and KC = knowledge-based compensation
Source: SPSS Output, 2025


The findings presented in Table 3 reveal a statistically significant relationship between all dimensions of Knowledge-Based Human Resource Management (KHRM) and Organizational Citizenship Behaviour (OCB). For knowledge-based recruitment and selection, the results show a strong positive relationship with OCB (R = 0.837). The coefficient of determination (R² = 0.699) indicates that 69.9% of the variation in OCB is explained by recruitment and selection practices, while the remaining percentage is influenced by other unobserved factors. The regression model is statistically significant (F = 748.655, p < 0.001). In addition, the regression coefficient (B = 0.832, t = 21.765, p < 0.001) shows that a one-unit increase in knowledge-based recruitment and selection leads to an 83.2% increase in OCB. This finding is consistent with Rubel and Rahman (2018), who reported a direct relationship between recruitment practices and employee citizenship behaviour.
Regarding knowledge-based training and development, the results also indicate a strong positive relationship with OCB (R = 0.786). The R² value of 0.645 suggests that 64.5% of the variation in OCB is explained by training and development practices. The model is statistically significant (F = 675.718, p < 0.001). Furthermore, the coefficient (B = 0.776, t = 19.803, p < 0.001) indicates that a unit increase in training and development leads to a 77.6% increase in OCB. This supports the findings of Turnipseed and Murkison (2000), who noted that training and development enhance teamwork and citizenship behaviour.
For knowledge-based performance appraisal, the results show a very strong positive relationship with OCB (R = 0.890). The R² value of 0.811 reveals that 81.1% of the variation in OCB is explained by performance appraisal practices. The regression model is highly significant (F = 752.690, p < 0.001). The coefficient (B = 0.828, t = 23.769, p < 0.001) further indicates that a one-unit increase in knowledge-based performance appraisal results in an 82.8% increase in OCB. This aligns with Zheng, Zhang, and Li (2012), who found that performance appraisal systems positively influence citizenship behaviour and overall employee performance.
Finally, for knowledge-based compensation, the results indicate a positive and statistically significant relationship with OCB (R = 0.683). The R² value of 0.479 shows that 47.9% of the variation in OCB is explained by compensation practices. The model is also significant (F = 504.872, p < 0.001). The coefficient (B = 0.694, t = 13.760, p < 0.001) shows that a one-unit increase in knowledge-based compensation leads to a 69.4% increase in OCB. This finding is consistent with Danendra and Mujiati (2016), who reported that compensation positively influences Organizational Citizenship Behaviour.
Overall, the results confirm that all dimensions of Knowledge-Based HRM have significant positive effects on Organizational Citizenship Behaviour, although the strength of influence varies across the variables.

CONCLUSION 

This study examines the effect of knowledge-based human resource management on Organizational Citizenship Behaviour (OCB) within the Delta State Civil Service, Asaba, Nigeria. Based on the analysis and discussion of findings, it can be concluded that knowledge-based HRM practices significantly enhance employees’ citizenship behaviour in the workplace. Specifically, the study established that the different components of knowledge-based HRM, namely knowledge-based recruitment and selection, training and development, performance appraisal, and compensation, each contribute positively to improving employees’ Organizational Citizenship Behaviour.
In practical terms, the findings suggest that many organizations in Nigeria are currently experiencing high employee turnover, which is often linked to weak and unattractive recruitment and selection processes. Such shortcomings can lead to negative organizational outcomes, including poor performance and low employee commitment. Therefore, management should give greater attention to strengthening knowledge-based recruitment and selection systems, improving performance appraisal practices, and designing targeted training programmes that align with employees’ job roles, responsibilities, and performance needs.
Furthermore, performance evaluation systems should incorporate criteria that reflect both technical and behavioural qualities of employees, such as teamwork, cooperation with management and colleagues, sense of responsibility, discipline, and personal competence. Overall, the study underscores that knowledge-based human resource management is a critical tool for fostering Organizational Citizenship Behaviour and improving overall organizational effectiveness. Based on the findings and conclusions presented above, the following recommendations were made:
1. Delta State Civil Service should ensure that its knowledge-based human resource management policies promote employee citizenship and are capable of motivating and retaining a competent workforce for improved performance.
2. Management in the surveyed organizations should increase interest in human resource management practices based on knowledge dimensions that link Organisational work in advanced technology methods to improve Organisational excellence.
3. Management in the surveyed organization, as well as other similar organizations, should pay close attention to designing and implementing knowledge-based human resource management policies that encourage administrative staff to be more spontaneous, voluntary, and willing to achieve Organisational goals, as well as to improve their Organisational citizenship behaviour.
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