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ABSTRACT

Organization is one of the vital economic factors which coordinates the rest of the
other factors such as land, labour and capital. The best organization structure reveals
the successful business environment. In a dynamic environment adhered by
globalisation, the major challenge for human resource upshots in gaining
organizational competitive advantage. The investment scenario of the organisation
largely depends on its employee performance as well as citizenship behaviour of the
employees. Questionnaire was administered to 834 sample respondents chosen by
simple random method. Five-Point Likert Scaling method was used to gather opinion
of the respondents regarding constructs of the study. Structural Equation Modelling
was used to examine the hidden relationship among the constructs of the study. The
study found that personality and organizational commitment has significant effect on
overall OCB and overall OCB has significant and positive impact on organizational
performance.

Keywords: OCB, Civic virtue- Altruism- Courtesy — Conscientiousness-
Sportsmanship- Personality, commitment, organisation performance
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CHAPTER 1

INTRODUCTION

1.0 Introduction

The thesis deals with the effectiveness of organisational citizenship behaviour factors
in the organisation’s success. The success of an organization no longer stands on its
ability to only meet individual goals and performance metrics in today's ultra-
competitive business environment. When coworkers help each other or are willing to
go the extra mile, it generates a good environment for collaboration and innovation.
Companies that can tap into the discretionary effort of their workforces by giving
employees reasons to volunteer extra value than what is outlined as their formal job
responsibilities and take maximum organizational success out of this added effort will
delight customers, retain more employees for longer periods and enjoy better overall
organizational performance.

An excellence driven organization evolves by dedication, by treasuring
employees’ efficiency, merits and providing them high job satisfaction. An
organization which aims at success prefers employees who can perform over and
beyond specified job scope. This behaviour is coined as Organizational Citizenship
Behaviour (OCB) which motivates employees intrinsically to perform beyond their
prescribed role requirements. In a basket of success lies one crucial — albeit
sometimes forgotten — piece: Organizational Citizenship Behavior (OCB. Companies
that build an OCB culture often have better collaboration, employee engagement, and
productivity. Organizational citizenship behaviour (OCB) as defined by Dennis Organ,
generally considered as the father of OCB, as “individual behaviour that is

discretionary, not directly or explicitly recognized by the formal reward system, and



that in the aggregate promotes the effective functioning of the organization”. OCB is
an extra role behaviour which facilitates organizational functioning. While there are
many researches in this area, studies continue with the operationalization or definition
of OCB. The reason may be that OCB research is yet to define the construct while
studies were carried out to understand the OCB and related factors. Nevertheless,
employees do not look for rewards and even managers cannot insist their subordinates
to execute OCB. However, as observed by Organ, Mangers do consider the
accomplishments of their subordinates and recognize them in the form of promotion

or better ratings in performance appraisals.

Citizenship Behaviour

In Organizational Management Science, a new paradigm Organizational
Citizenship Behaviour propounded by Bateman and Organ in 1980°s (Bateman &
Organ, 1983; Smith et al., 1983). The concept came into operation by taking series of
Managers views on the behaviour which they prefer their subordinates to evince
without forcing or attaching any monetary benefits. The behaviour which evolved by
this process formed the basis for the idea of organization Citizenship Behaviour. These
behaviours “lubricate the social machinery of organizations” (Smith et al., 1983).

OCB is work behaviour that is defined as discretionary, not related to the formal
organizational reward system, and collectively taken to promote the organizational
effectiveness (Moorman, 1991; Niehoff, 2005; Podsakoff) Organ (1997) observed
certain issues with OCB as extra-role behaviour. (Mackenzie, 1994; Walz &
Niehoff, 2000; Yen & Niehoff, 2004) As OCB is not contractually obligated for
reward system there were many problems in the earlier conceptualization (Organ
1997). The definition of the terms “role” and “job” were in the grey area and there

were problems due to this. The advancement of Leader-member exchange theory

2



explained the roles evolved from leader-subordinate interactions, which helped to
explain the difficulties (Dansereau et al., 1975; Graen & Uhl- Bien, 1995).

Two problems emerged from this explanation. First, performance appraisal was
followed to offer rewards. However, research has exhibited that certain forms of
OCB is likely to be considered as in-role performance to attach financial rewards
(Mackenzie et al., 1991; Podsakoff & MacKenzie, 1994; Werner, 1994). Secondly,
Organ (1997) expressed that only a few rewards are assured contractually. Indeed,
due to economic crises in the last decade, several employees were not only denied
of rewards but also lost their jobs.

Borman & Motowidlo (1983) came with the construct of contextual
performance, though not with an intention to address definitional problems of OCB.
The concept of OCB was initially comprehended as an interest on behavioural
consequences of job satisfaction which results in organisational effectiveness.
Contextual performance was developed from the keenness to know why only task
performance is given importance in personnel selection, whereas behavioural aspects
like helping, following rules, persisting and volunteering are not touched upon
which also get ratified in organizational effectiveness. (Motowidlo, 2000). Borman &
Motowidlo (1993, p. 73) debated that these behaviours are valuable for the
organisation as they “support the organizational, social, and psychological
environment in which the technical core must function”. Accordingly, contextual
performance was mooted in response to the question “What part of the performance
domain is being relatively neglected by selection research and practice, and how this
part is different? Contextual performance is defined as “behaviours that do not support
the technical core itself so much as they support the broader organizational, social,

and psychological environment in which the technical core must function” (Borman



