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ABSTRACT

The present study basically aimed to study the functions of quality of work life and role clarity
on organizational citizenship behaviour. The present study initially examined the occurrence of
perceptual differences in the variables under study (quality of work life, role clarity and
organizational citizenship behaviour) due to demographic differences (gender, position, type of
organization). The present exploration also tried to examine the relationships, dimensions of
quality of work life (i.e. Supervisor/manager support; job satisfaction; freedom from work related
stress; salary & additional benefits; relationship with work colleagues; involvement &
responsibility at work; communication, decision making & job security) and role clarity (i.e. co-
worker related role clarity; work related role clarity; appraisal related role clarity) had with
organizational citizenship behaviour. In addition, the present study examined the causal
relationship of quality of work life and organizational citizenship behaviour through role clarity.
Similarly, the mediating effect of quality of work life on the relationship of role clarity and
organizational citizenship behaviour was also tested. Besides, the conditional effect of
demographic variables (gender, position and type of organization) on causal relationship of

quality of work life, role clarity and organizational citizenship behaviour was examined.

For the purpose of the study, primary responses were collected from 375 Indian managers (male
& female, and junior, middle & senior) of 22 Indian organizations (both from public & private
sector) located in mainly northern, central and eastern part of the country. Due to vast population
size, judgmental sampling has been preferred for data collection. Collected responses were
analyzed by using SPSS 17 and AMOS 20. Since the design of the study is multivariate,
therefore, data was checked for missing values, normality, linearity, reliability, and non-

multicollinearity.

After ascertaining the appropriateness of the data set, descriptive statistics (Mean, standard
deviation and correlation coefficients) were calculated. Next to this, exploratory factor analysis
(EFA) and confirmatory factor analysis (CFA) were employed respectively to obtain the factor
structure and fitness of the obtained factor pattern on the focused sample. In third phase of
analysis, study hypotheses were tested; test of differences such as independent sample t test and
one way ANOVA, multiple regressions and multiple hierarchical regressions were employed.
Mediation analysis using Baron and Kenny (1986) recommendations was performed with
Hierarchical regression analysis. Moderation analysis using Aiken and West (1991)
recommendations was performed with multiple regression analysis. Overall model was also
tested through structural equation modeling (SEM).
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Conclusively, research findings indicates evidences of perceptual difference in study variables
due to demographic variance. Research findings also suggest that presence of quality of work
life and role clarity can boost organizational citizenship behaviour in employees. Additionally,
demographic variables i.e. gender and type of organization were found to be important moderator
of the causal paths between quality of work life, role clarity and organizational citizenship

behaviour.

The present study has many key implications with it. Firstly, it established the reliability and
validity of instruments for measuring the quality of work life, role clarity and organizational
citizenship behaviour in Indian context. Subsequently, it exhibited the functions of quality of
work life and role clarity on organizational citizenship behaviour through testing a complex
mediation and moderation models and therefore, added in the existing literature. Present work
also recommends the relevance of employing SEM in pursuance of complex casual behaviour
models. Strategies to achieve organizational citizenship through increased quality of work life

and role clarity of organizational members could be drawn on these research findings.

Keywords: quality of work life, role clarity, organizational citizenship behaviour, mediation,

moderation, Indian organization, gender, position, type of organization.
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Chapter 1
INTRODUCTION

1.1  BACKGROUND OF THE STUDY

The value of our employees can be witnessed by the fact that in today’s environment, the
workplaces are designed to be fluid to give much needed control of their work and work outcome
(Rousseau, 1997; Wrzesniewski & Dutton, 2001). As directed by Katz (1964), organization’s
survival and growth is not only dependent on employee’s clear understanding of their task and
duties, but also to a great extent on their willingness and also the capacity to provide voluntary
innovative and spontaneous actions to the organization. The more complex the structure of the
organization, the more creativity will be required on the employee’s part. Indian organizations
are under constant pressure to provide new and improved products at lower costs (Dangayach &
Deshmukh, 2001). So as to achieve this kind of altruistic behaviour from employees, the
organization has to provide the right kind of environment for this kind of behaviour to flourish
in the system (Dhar et al., 2001). As Raub (2008) also pointed out that helping behaviour cannot
flourish in centralized structure, management need to provide much required space and power to

convert these innovative thoughts in the employee’s mind into reality and actions.

The scope of Organizational Citizenship Behaviour (OCB) reaching not only to individuals, but
also organizational outcomes makes it an interesting topic to study. There have been studies to
support the employee’s OCB even in the absence of rewards from the organization’s end (Organ,
1988). Non-recognition and absence of reward do not deter the employees to work for beneficial
outcomes for an organization like effective knowledge management (Evans & Davis, 2005);

organizational functioning improvements via resource efficiencies (Podsakoff et al., 2000) etc.

In describing the value of employee’s voluntary behaviour, Katz (1964) gave three factors which
he considered crucial for success of an organization. These are: “(a) the attraction and retention
of people within the organization, (b) specific role requirements carried out in a reliable manner,
and (c) the individual employee’s originality, spontaneity, and the ability to reach beyond their
roles responsibilities”. (Johnson, 2008). We need to agree here that in both short- term as well
as long-term goal attainment, an organization has to depend upon employees’ creative work
handling and those extra efforts which are not covered by job descriptions. Developing our study
on the factors laid down by Katz (1964), first factor which focuses on the attraction and retention
of people has been covered by Quality of work life (QWL) and its dimensions; the second factor

dealing with carrying out roles in reliable manner has been covered by Role Clarity; and lastly,
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the third factor stating the importance of the employee’s actions reaching beyond roles and
responsibility has been represented by OCB in our study. QWL has been the focus of behavioural
studies from decades and has been studied in detail (Nadler & Lawler III, 1983; Sirgy et al.,
2001; Wilson et al., 2004).

QWL is a multi-dimensional concept which covers perceptions and attitudes of the individual
towards his/her work and work environment (Nadler & Lawler III, 1983). Supervisor / manager
support, Freedom from work-related stress, Salary & additional benefits, Job satisfaction,
Relationship with work colleagues, Involvement & responsibility at work and Communication,
decision making & job security are being considered together to lead to QWL (McDonald, 2001).
QWL, which has been already established as having huge implications for employee as well as
the employer has been found to be contributing to various organizational behaviours like
organizational effectiveness (Donaldson et al., 1999); employee commitment and sense of

efficacy (Louis, 1998); firm performance (Morin & Morin, 2004).

Role clarity is the point to which requisite knowledge is presented on how an employee is
anticipated to conduct his/her job (Teas et al., 1979). It is the scope to which an Employee accepts
and comprehends information necessary to carry out the job (Kelly & Hise, 1980). Shoemaker
(1999) defined role clarity as the extent to which a person is convinced regarding how he/she is
anticipated to do a job. This level of clarity has also been connected to performance whereby a
person who is clear about his/her role will be more pertinent in fulfilling that particular function
(Braxton, 2008). According to Mukherjee and Malhotra (2006), role clarity can also be defined
as the point to which an employee obtains information about the anticipated outcomes of the
duties to be done by him/her in specific terms. It enhances the insight of being proficient in
individuals because they realize what they must know, what they are competent of and how will
they do it (Baron & Armstrong, 1998; Wynne & Stringer, 1997). If job roles are not
properly/clearly defined, there is constant likelihood of individuals taking up duties that are not
in fact theirs while disregarding what they are expected to do. Role clarity has been found to have
an impact on customer satisfaction, job satisfaction, improved performance and also

organizational commitment (Churchill et al., 1985; De Ruyter et al., 2001).

Quality of work life gives motivation to the employee to come to work every day to perform and
achieve organizational objectives. Role clarity gives employee the direction in which he needs
to work to pacify expectation stakeholders have from his/her work outcomes. Together QWL
and role clarity will give both motivation as well as directions to employee to conduct his/her

efforts to provide benefits to the organization.



The focus of this study is to examine the general QWL factors, role clarity factors and the
functions of those factors in predicting OCB in the Indian context. For this study, QWL referred
to the employee’s perception about supervisor/manager support, job satisfaction, freedom from
work related stress, salary & additional benefits, relationship with work colleagues, involvement
& responsibility at work, communication, decision making & job security. The factors of role
clarity in this study are co-worker related role clarity, work related role clarity and appraisal
related role clarity; and for OCB, factors are altruism, courtesy, conscientiousness,
sportsmanship and civic virtue. Both QWL and role clarity dimensions are taken as predictor

variables and OCB is considered as the dependent variable.

1.2 QUALITY OF WORK LIFE (QWL)

1.2.1 Definition and concept

With the tightened competition for attracting right talent, organizations are focusing on Quality
of Work Life (QWL) to have an edge over competitors in attracting and retaining valuable and
qualified human resource. The behavioural approach rose with Hawthorne experiments (1924-
1933) carried out by Elton Mayo and F. J. Roethlisberger, can be considered the root of QWL.
These experiments diverted the focus of management from core productivity to employees as
well. These studies proved sole economic benefits or physical activities are not the sole
motivators for employees to increase productivity. QWL is generally quite detailed and a
premeditated program which is focused upon enhancing satisfaction among employees. It also
targets the feeling of fulfillment in the employee’s mind which further adds to high productivity,
adaptability and even organizational effectiveness. According to Sirgy et al. (2001), four levels
of need consideration, i.e. need satisfaction from: (1) job requirement; (2) work environment; (3)
ancillary programs; and (4) supervisory behaviour (Li & Yeo, 2011) can be considered to achieve
QWL. When employee’s basic expectations of their job and work are fulfilled, then only a feeling
of quality can arise in their minds. Maslow has categorized these expectations in the need
hierarchy from physiological needs to self-actualization (Sirgy et al., 2001). “The extent of an
individual’s demand satisfied in an organization has positive effects on his or her performance,
productivity, profitability, sales, profit, organizational commitment, organizational
identification, loyalty to the organization, job involvement, job effort, employee’s self-esteem,
turnover rate, and absenteeism, etc.” (Lai et al., 2012). Heskett et al. (1997) hints how feelings
regarding job, co-workers and also organization ignite a chain effect to spark organizational

growth and profitability.



Martins and Van der Berg (2013) stated “most individuals spend a great deal of their time
participating in job or work-related activities and even plan their time, living standards and social
interaction around the demands of their work”. Kotz¢ (2005) and Rathi (2009) found that people
use what they do at work in defining themselves, therefore making QWL an important
determinant of quality of life of people. QWL, which was first introduced by Louis Davis,
developed with the First International QWL conference (1972) in Toronto. The international
council for quality work life was also established in the same year. Since then, QWL has become
a way of seeking more meaning to work and life. QWL has become a necessity and a must for

survival of employees rather than a privilege.

Since inception, extensive research has been conducted on QWL still its definition stands vague.
In an attempt to capture QWL’s essence, Hannif et al. (2008) divided these definitions in three
concepts: concerning job satisfaction; concerning subjective well-being beyond job satisfaction;
and as “a dynamic, multidimensional construct that incorporates any number of measures —
objective and subjective — relating to employment quality” (Hannif et al., 2008). QWL has
evolved a lot from initial health and wellbeing concerns to providing best working experience,
including financial and non-financial incentives and at the same time fulfilling organizational
goals (Moghimi et al., 2013). Serey (2006) has been found to be more detailed and is used in our
study to define QWL. “It includes (i) an opportunity to exercise one’s talents and capacities, to
face challenges and situations that require independent initiative and self-direction; (ii) an
activity thought to be worthwhile by the individuals involved; (iii) an activity in which one
understands the role the individual plays in the achievement of some overall goals; and (iv) a
sense of taking pride in what one is doing and in doing it well.” (Shahbazi et al., 2013). To
capture the components of QWL, Adhikari and Gautam (2010) mentioned three approaches: first,
Scientific management era considering safety and hygiene, salaries, other tangible benefits etc.
and other extrinsic rewards for higher QWL; second, human relations approach covering both
intrinsic as well as extrinsic rewards like autonomy, challenges, task contents etc. for efficiency
and productivity; third, orientation to work approach focusing on contingent behaviour of
extrinsic or intrinsic reward on individual. Adhikari and Gautam (2010) also highlighted that
achievement of QWL programs mainly depends upon open communication, environment of trust

and openness and partnership between management and employees.

1.2.2 Quality of Work Life and Quality of Life
Though, there has been much debate over the past years on what quality of life constitutes;

Cummins (1996) was the one who categorized 173 terms related to quality of life into seven life
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domains: health, intimacy, productivity, material well-being, emotional well-being, community
and safety. Allardt (1993) also categorized these life domains into a triad of “having, loving,
being”. Historically, for evaluation purposes, two schools of thoughts prevailed. The objective
approach in the Scandinavian ‘level of living” (Erikson 1974, 1993) and the subjective approach
in American ‘quality of life’ approach (Campbell et al. 1976). Today’s modern measures of
quality of life are integration of both these approaches catering to both objective as well as
subjective evaluations. Judge and Watanabe (1993) established that there exist a spillover
between professional and personal life. Later on Sirgy et al. (2008), in a detailed study to find
the link between QWL and quality of life, categorized life domains into work, family, leisure, a
spiritual life which together define the self. He established that QWL do have an influence on

every life domain and hence, on overall quality of life of people.

1.2.3 Quality of Work Life and Work-Family Conflict

As per Singh Kang (2014), QWL is not only dependent upon workplace factors, but non-work
life as well, and established that work-life conflict does have a negative impact on QWL. Work-
Family Conflict is defined as, “situations where people find it difficult to balance the demands
encountered in one domain (family) due to their involvement in the other domain (work)”
(Forster et al., 2013). According to the literature, work-family conflict is the result of four
dimensions: Strain Overload arising out of multiple expectations and demands and multiple tasks
at work, making it difficult for employees to cope with family responsibilities at the same time.
A strong correlation has been found between work overload and work life imbalances, which
leads to reduction in time to be given to family by employee, hence, impacting personal relations
(Gambles et al. 2006); Work-to-family interference arising out of responsibilities at work, which
impact family life of an employee, making it difficult to spend adequate time with family or
perform household chores; on the other hand, Family-to-work interference happens when
responsibilities of family or home do interfere with performance of roles and responsibilities at
work effectively; Cultural (gendered) assumptions and expectations are also source of conflict
with beliefs hindering effective performance of duties like working women are supposed to
perform domestic duties like housework, child care, etc. as well when they return from work

(Thomas, 2004).

1.2.4 Quality of Work Life dimensions
Sirgy et al. (2001) measured QWL as an outcome of seven needs: (a) health and safety needs, (b)
economic and family needs, (c) social needs, (d) esteem needs, (e) actualization needs, (f)

knowledge needs, and (g) aesthetic needs. He further categorized them into two major sets as
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lower and higher order needs. Health/safety needs and economic/family needs were covered
under lower order needs and social needs, esteem needs, self-actualization needs, knowledge
needs, and aesthetic needs were covered under higher order needs. Krueger et al. (2002) has used
co-worker and supervisor support; teamwork and communication; job demands and decision
authority; organization characteristics; patient/resident care; compensation and benefits; staff
training and development; and impressions of the organization to capture QWL perception in six
hospitals. In a study on measuring QWL of a Canadian Cancer Center staff, Sale and Smoke
(2007) used job satisfaction, emotional exhaustion, depersonalization, personal accomplishment,
social support from supervisor and co-workers, work-family conflict and family-work conflict.
Drozyner et al. (2011) covered 11 factors to capture QWL: work station equipment, medical care,
occupational health and care, relations between employees, working conditions satisfaction,
treating by supervisors, communication, and information on the shape of the company,

management, salary and social services.

Indian studies have also included similar factors to study QWL In a study on Indian hotel
employees Kandasamy and Ancheri (2009) established eight factors to measure QWL through
content analysis: job characteristics, person-job fit, company image, HR policies, work group
relationship, physical working conditions, work-life balance and interaction with customers. Pay
scale, physical work conditions, job security, job pressure, health and safety, fellow workers,
immediate superior, responsibility, job/role clarity, growth and development and meaningfulness
were the factors included in a study to measure QWL of Indian IT professional by Gomathi and

Swapna (2012).

1.2.5 Dimensions of Quality of Work Life for Present Study

1.2.5.1 Manager/supervisor support

Generally, managers at middle levels are at central positions in organizations. They are
answerable for effective accomplishment of goals of organization by managing strategies,
change, working environment through well-functioning teams and motivated subordinates
(Floyd & Wooldridge, 1997; Huy, 2002). To a great level, firm’s survival depends on
intelligence, creativity and innovation of managers (Dutton et al., 1997). Supervisory support
and organizational trust create the forums of exchanges at multiple levels (Jain & Sinha, 2005;
Randall et al, 1999; Shore & Coyle-Shapiro, 2003). In fact, “prior studies have successfully
established that employees are involved in at least two social relationships at work: one with his
or her immediate supervisor, and one with his or her organization” (Masterson et al. 2000). At

workplace, immediate supervisors are the once who have direct and frequent contact with their
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subordinates. Behaviours and actions of supervisor, which are essential determinants of

subordinate’s attitude proves as the foundation of trust in the organization (Whitener et al., 1998).

Support from supervisor acts as a predictor of the healthy relationship between supervisors and
subordinates (Stinglhamber & Vandenberghe, 2003). It also promotes creativity in employees
(Yang & Wang, 2010). Concerned attitude of supervisors for wellbeing of employees, extended
help in career advancement and their safety signals subordinates that supervisors are interested
in a close social exchange relationship. To create balance in exchange, employees will be obliged
to return the gestures. By performing their duties and roles effectively, they portray their
credibility and hence steady growth of mutual trust and services (Blau, 1964). This reciprocity
stabilizes the relation between both the parties (Blau, 1964). Also, this trusting relationship

further empowers people to make more investments emotionally (Lewis & Weigert, 1985).

1.2.5.2 Freedom from work related stress

Work stress has been defined as the “process by which workplace psychological experiences and
demands (stressors) produce both short-term (strains) and long-term changes in mental and
physical health” (Ganster & Rosen, 2013). As pointed out by Anitha (1998); and Singh
and Sinha (1986), stress is present in all forms of jobs, but its intensity varies. Job performance,
to a great extent depends upon how employee manages work stress. Freedom from work related
stress refers to the level to which employees feel that their workload is reasonable. It considers
the employee’s thinking about work as a source of stress to them and also, does employees
experience stress at work actually. Studies have talked about role of work stress in QWL

(Khaghanizadeh et al., 2008; Mosadeghrad et al., 2011).

1.2.5.3 Salary & additional benefits

The major reason of employment for most of the employees is compensation or earning a living.
Quality of work life has a direct influence from how well this need is satisfied in employees
(Walton, 1973). Perception of employees about their salary level being adequate in relation to
their work, education, responsibilities at work, previous work experience, etc. shapes their
behaviour at work. Salary and other benefits have been established as an important factor of
QWL (Lewis et al., 2001; Mosadeghrad et al., 2001; Sirgy et al., 2001). Monetary benefits have
been still considered as one of the first factors contributing to QWL. In terms of developing
economies like India, where employee welfare programs are not that much developed still;
monetary benefits become a major source of satisfaction. Fringe benefits, which gives a sense of
getting something extra to employees and social security measured like gratuity and pension etc.

are gaining route in compensation structures (Anitha, 1998).
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1.2.5.4 Relationship with work colleagues

A good working term with co-workers/colleagues is an important ingredient to a healthy work
life. The level to which employees believe they have good working relations with their colleagues
or it sometimes becomes a source of stress also determines the level of relationship between
employee and colleagues. It does consider colleague’s cooperative and supportive behaviour too.
The Co-worker relationship has been considered as part of QWL by many past studies; and
positive impact colleagues put on QWL has been confirmed by many studies (Lewis et al., 2001;

Mosadeghrad et al., 2001; Sirgy et al., 2001).

1.2.5.5 Involvement & relationship at work

Lodahl and Kejner (1965) stated that job involvement involves internalization of values and work
in an employee’s life. Manifestation of job involvement includes: the level to which work
expectation of employees is met; different ways of expressing job involvement by different
employees; high sense of duty; reduction in absenteeism and guilt of unfinished work. As said
by Kanungo (1982), job involvement is the degree to which employee is cognitively preoccupied
with, concerned with and engaged in the job in hand. Job involvement may also be referred to as
the degree of psychological relationship of employee with his/her job (Cooper-Hakim &
Visweswaran, 2005). Chaughtai (2008); Shukla and Sinha (1993) linked job involvement with
the self-esteem and self-image of the employee. All these definitions focused upon the intrinsic

need of an individual to work and connect with it both emotionally and cognitively.

1.2.5.6 Communication, decision-making & job security

It covers the employee’s perception of communication about working of organization, its broader
goals and new happenings. The decisions taken by organizations are communicated to employees
timely and does these decisions appear fair and logical to employees. One important aspect of
this dimension is the degree to which the organization’s policies are felt to be beneficial to its
employees. Also, the decision made creates a sense of security in employees mind or not. Almost
all studies have stated Job security as a factor of QWL (Gomathi & Swapna, 2012; Mosadeghrad
et al., 2001; Rethinam & Ismail, 2007).

1.2.5.7 Job satisfaction

Job satisfaction is one of the most widely researched topics in the organizational behaviour in
interpreting various result outcomes in the organization. Locke (1976) defined employee job
satisfaction as an enjoyable emotional situation resulting from the appraisal of his/her work and
mentions that job satisfaction comprises of features relating to the job itself, such as work

environment, promotion, wages etc. There are different views on how researchers have seen
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employee job satisfaction. Some have taken it as an overall variable in itself, but others have
looked at it from different dimensions. Satisfaction in relation to work, supervisor, customers,
peers, promotion opportunities, etc. is being studied and examined (Brown & Peterson, 1993;
Patwardhan et al., 2009). Job satisfaction was also found to play an important part in measuring
employee turnover (Woodard, 2003); employee’s individual life satisfaction and even well-

being of the organization (Weiss, 2002).

1.3 ROLE CLARITY
1.3.1 Definition and concept
The concept of role was given by Kahn et al. (1964). Kahn used the concept of role episodes to

clarify the field of role study, which emerged in 1930’s. While defining role episodes, he stated:-

“A Role episode . . . [implies] a causal sequence. Role pressures are assumed to originate
in the-expectations held by members of the role set. Role senders have expectations regarding
the way in which the focal role should be performed. They also have perceptions regarding the
way in which the focal person is actually performing. They correlate the two, and further exert

pressure to make his performance congruent with their expectations”.

This study became the basis of role studies henceforth. The coverage of the definition given is
quite broad and covered all the stakeholders of the role to be performed by the employee. The
term role sender is extended towards not only the supervisor/ manager, but also juniors, seniors,
co-workers who get affected directly or indirectly by the performance of the role by the
employee. The expectations/ perceptions developed are the result of the past performance or
expected output from the focal person, which becomes the basis of the comparison of the output.
The incongruence, if found between the expected output and the actual output in performance is
tried to be filled in by exerting pressure through sources like performance appraisal, 360 degree

feedback system etc.

Hoy and Miskel (1982) tried to capture the essence of roles in four characteristics: “(1) Roles
represent positions and statuses within the institution; (2) Roles are defined in terms of
expectations, or the normative rights and duties, or the position. The expectations specify the
appropriate behaviour for a specific position; (3) Roles are variable. Many roles are not precisely
prescribed; in fact, the role expectations associated with most positions are wide-ranging; (4)
Roles derive their meaning from other roles in the system, and in this sense they are
complementary”. By this definition, Hoy and Miskel (1982) extended the role clarity concept by

adding variable nature of the roles. This is the reason why researchers are struggling to come up
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with a standard method of valuing role clarity. The definition given by Hoy and Miskel (1982)

is found to be most elaborate and is considered to define role clarity in the present study.

Role clarity was defined as “an understanding of the following role components: (a) goals of role
performance, (b) behaviour and attitudes necessary for goal achievement, (c) role boundaries,
and (d) behaviour expected of those in counter roles” (Bramwell, 1985). Bramwell (1985)
became the first to focus upon the behavioural nature of role clarity. Where previous definitions
focused upon the tasks expected to be performed by job incumbent, he raised the important points
like understanding the goal of performing a role, the attitude and behaviour required to perform
a role, the constraint in the surrounding environment of the role. It also touched upon how the
role is related to the role of other co-workers. The clarity of the contribution of the role performed

and the surroundings add to the effective performance of the role.

Other definitions also made distinct observations. As per Lyons (1971), role clarity can be looked
from two perspectives: from an objective prospective, absence or presence of relevant
information regarding role can be considered as role clarity; from a subjective prospective, role
clarity is "feeling of having as much or not as much role-relevant information as the person would
like to have". Lyons (1971) made distinction between the information provided and the
information received and understood by the incumbent regarding the role to be performed; which
was later clarified by Ivancevich and Donnelly (1974) by defining role clarity as "the extent to
which required information is communicated and understood by . . .employees.". They also
stressed on the importance of role clarity in understanding job innovation opportunities, job

interest, job stress, job satisfaction and job tension.

The crux of all the above definition is that- if the employee holds a clear view of the expectations
and duties involved with the role he is assigned, it may lead to lesser chances of stress, mistakes
and dis-satisfaction. In the absence of clearly defined roles, employees may assume those
responsibilities that are not actually theirs and will be ignoring what they are supposed to do or
work upon. This difference between what one is supposed to do or work and what is actually
does, creates role conflict and role ambiguity (Fields, 2002). Role clarity has been considered as
an important ingredient in crucial individual and organizational outcomes like job satisfaction
(Zheng et al., 2013), organizational performance (Fried et al., 2003) and organizational

commitment (Nqubane, 2008).
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1.3.2 Role Clarity and Role overload

As per Kahn et al. (1964), role overload is a conflict of priorities. It generally happens with the
existence of the lack of role clarity i.e. role conflict and role ambiguity. In multiple expectation
existence, the worker has to choose from expectations and arrange in priority basis, failing in
effective arrangement, role overload is created. Role overload does impact the quality of work
and output as well (Kahn et al., 1964). According to Ivancevich and Matteson (1980), role
overload can be differentiated into quantitative and qualitative overloads. Quantitative overload
takes place when an employee “perceives that they have too much work to do, too many different
things to do, or insufficient time to complete assigned work™ while qualitative overload “occurs
when employees feel they lack the ability to complete their jobs or that performance standards
are too high, regardless of how much time they have”. Role overload can be thought as reasonable
amount of work to be accomplished in an unreasonable amount of time. Role overload leads to
increase turnover, decreased organizational commitment, decreased job satisfaction (Jones et al.,

2007), decreased leisure satisfaction, decreased psychological health (Pearson, 2008).

1.3.3 Role clarity dimensions

The dimensions of role clarity as per the contemporary research are as follows:

1.3.3.1 Role Ambiguity

As per classical theory, each and every position in the organization has predefined tasks and
responsibilities, which define a role. If these tasks and responsibilities are not clear to the
individual, it will result to role ambiguity. Literature witnesses use of the term role clarity and
role ambiguity (which are considered as opposites of each other) interchangeably to explain the
level of understanding of roles by employee (Bray & Brawley, 2002). Role ambiguity can also
be seen as lack of role clarity and visa-versa. However, Blumenthal et al. (2001) suggested that
a certain level of role ambiguity is necessary so as to allow employees to shape their roles. Role
theory advocates that high level of role ambiguity results in coping behaviour by role incumbent,
which may be followed by problem solving attempts by job incumbent to avoid various sources
of strain or even the use of certain defense mechanisms leading to distortion of the real situation
(Kahn et al., 1964). On the other hand, a rise in role clarity will lead to reduction in job strain,
the need for problem solving and coping attempts, and the potential to distort the reality of the
situation (Rizzo et al., 1970). Kahn et al. (1964) threw light on consequences of role ambiguity

like low job satisfaction, high tension, low self-confidence and sense of futility also.
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1.3.3.2 Role Conflict

As defined by Katz and Kahn (1966), a situation when two or more role expectations occur
simultaneously and compliance with one role makes compliance of other role more difficult, is
known as role conflict. Role conflict reduces role clarity of the employee. In the model given on
role episodes by Katz and Kahn (1978), role conflict, stated as a disagreement between two or
more role-senders, multiple expectations of role-senders with that of focal person with
himself/herself. As per Kast and Rosenzweig (1979), there are four types of role conflict: (1)
Person-role conflict- the conflict occurred because of mismatch between role requirement and
the values, needs and capabilities of the focal person; (2) Inter role conflict- person performs
multiple roles in different setups like at work or at home. Many a times these roles will be in
conflict with each other; (3) Inter sender conflict- a role set has various members; these members
have different and conflicting expectations of the particular role person. The complex
environment is created with different senders trying to influence focal person’s behaviour; (4)
Intrasender conflict- messages sent from the role sender at different time periods may have
conflicting expectations, or impossible expected behaviour with present as well as earlier
directives. The implications of role conflict are reduced trust and self-esteem, decreased
satisfaction, dysfunctional coping behaviour (Kahn et al., 1964). Almost all the definitions on
role clarity pointed onto the importance of clear information. Information about which role is to

performed first will help in reducing the role conflict to a great level.

1.3.4 Dimensions of Role clarity in present study
Based on the findings of past studies, hindrances faced by job incumbent and the expectations

by co-workers, we have decided to measure role clarity by keeping in mind three dimensions:

1.3.4.1 Co-worker related Role clarity

While defining role clarity, Bramwell (1985) mentioned that an important component of role
clarity is based on the behaviour expected of those in counter roles of the job incumbent. This
includes both expectations co-workers have from the job incumbent and also employee’s
expectations from other job holders. Hoy and Miskel (1982) also highlighted that “Roles derive
their meaning from other roles in the system, and in this sense they are complementary”. Roles
are variables, and they are not bound by written job descriptions. Constant dependence of role to
be performed effectively depends upon successful completion of task performed by other
employees in the systematic flow of work setup now days. Role episode's concept given by Kahn
et al. (1964) also advocates that role sender can be co-workers or employees holding other roles.

Therefore, it is really important for our study to look at role clarity from this point also. This
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dimension helps in understanding various role senders and provides a solution to inter-sender

and intra-sender conflict.

1.3.4.2 Work related role clarity

As already discussed, roles are symbolic of status and positions held by employees in
organization. The expectations, rights and duties and the position are used to define the roles.
These are the ingredients which makes one role different from other roles. Since, roles are
variable and sometimes become very difficult to define; complete understanding of these

expectations is quite important for performing the role satisfactorily.

This dimension considers the importance of understanding the role expectations from the sender
or senders. Job incumbent need to have full understanding of the jobs, duties or responsibilities
he/she has to perform assigned to him. Clarity of work demand helps in reducing role ambiguity
and role conflict. In a multiple role expectations setup, clarity of work to be performed help
employee to assign adequate amount of time and priority based upon the importance of work
done. Clarity regarding work helps in reducing Person-role conflict and inter-role conflict (Kast

& Rosenzweig, 1979).

1.3.4.3 Appraisal related role clarity

The bases of all the role theories are the expectations sender has with the job incumbent. As
noticed by Kahn et al. (1964) and later on by Shoemaker, M. E. (1999); role senders comprising
of seniors, bosses, co-workers, juniors have their own understanding of the roles to be performed
and expectations from the output. They also have awareness about the role has been carried out
by the focal person who is handling the role. They correlate the two, and further exert pressure
to make his performance congruent with their expectations. The congruence of expectations and
performance is possible only if the job incumbent is aware about how the role will be measured;
otherwise, all efforts of the employee may go in the wrong direction and in unnecessary tasks.
Appraisal clarity becomes more crucial in multi role setup, so that employee can weigh his/her
efforts to reward and can prioritize the work. The appraisal can be performed by a manager only,
or in the contemporary systems peer rating or 360 degree feedback is also considered. Just
awareness about the various stakeholders/ job senders will not bring the clarity of appraisal
criteria but knowledge about how they are going to evaluate the performance will bring

meaningfulness.
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1.4  ORGANIZAIONAL CITIZENSHIP BEHAVIOUR (OCB)

1.4.1 Concept and definition

In today’s competitive environment the question that arises is - how can management create
conditions to foster satisfaction and commitment and also the feeling of citizenship towards the
organization within their employees? To fulfil this objective, organizations have to rely on the
committed and honest efforts of employees. Current research is being carried out to make this
effort more meaningful and focused. In the past few decades, the impact of Organizational
Citizenship Behaviour (OCB) has increased significantly in organizational studies. OCB is
defined as individual behaviour which contributes to the psychological and social environment
of a business, and hence promotes organizational goals of achievement and dedication of the
employees (Organ, 1997; Rotundo & Sackett, 2002). Turnipseed (2009) has stated that OCB
should be redefined as a midpoint between initial job requirements and expanded duties, which
further migrates to the formal requirement under a cognitive contract. With the development of
exchange relationships, OCB shifts from discretionary duties to psychological requirements, and

for this reason, OCB has become an essential facet of organizations.

OCB has been defined 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" (Organ, 1988). Literature in organizational behaviour is rich
regarding studies on OCB and about its involvement in reaching organizational outcomes. In
recent years, a number of studies have examined this area, highlighting its significance in
organizational studies spanning across different cultures and sectors (Erkutlu, 2011; Farh et al.,

2004; Kwantes, 2003; Van Dyne and Pierce, 2004).

Supposedly, these spontaneous behaviours by employees have played a key part in fostering a
Positive ethos in the workplace, allied to greater effectiveness and efficiency. Today, managers
and supervisors are encouraged to support their workers’ voluntary actions, on the supposition
that such behaviour generates a better work setting, leading to more efficient work outcomes.
This widens the ambitions of the organization as a whole (LePine et al., 2002; Organ & Ryan,
1995). Farh et al. (2004) noted that OCB has been measured in tandem with similar concepts,
such as civic citizenship (Graham, 1991), extra-role behaviour (Van Dyne et al., 1995), pro-social
behaviour (Baruch et al., 2004), contextual performance (Motowidlo et al., 1997) and
organizational spontaneity (George & Brief, 1992). Lievens and Anseel (2004) revealed in their
study how OCB has been considered in a range of disciplines and fields such as human resource

management (HRM), economics, education, marketing, local governance, health care and the
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public sector. Analyses have also been carried out at individual, group and organizational level

(Schnake & Dumler, 2003).

A general trend in all OCB studies is that OCB has been considered as a constructive, self-
initiated, voluntary or spontaneous behaviour that has tended to enhance the working efficiency
of the workplace. Some studies (Bolino, 1999; Organ, 1997) have also suggested that non-
altruistic motives, such as impression management and self-interests, are also involved in OCBs.
The common theme, which can be seen in almost all OCB studies, is of a positive and productive
behaviour worth supporting. Hence, it is fair to argue that, to date, most studies on OCB have
stressed its positive image, its beneficial propositions, its involvement with individuals and

organizations at multiple levels and its general impact on performance in the workplace.

1.4.2 Organizational Citizenship Behaviour and Organizational spontaneity

Katz (1964) said that "an organization which depends solely upon its blueprints of prescribed
behaviour is a very fragile social system". To overcome this limitation, he proposed five
behaviours which are not covered by job descriptions, but are facilitators of the goals of the
organization. They are helping co-workers, protecting the organization, making constructive
suggestions, developing oneself and spreading goodwill. These five behaviours together are
referred to as Organizational spontaneity (George and Brief, 1992). OCB, based on the same
theory by Katz (1964), has some similarity as well as dissimilarity with Organizational
spontaneity. The contextual difference between the two is because of prohibition of
organizational reward as per Organ (1988) on OCB behaviour. For e.g., constructive suggestion
for performance improvement by employee, though voluntary, if covered under reward system
by the organization will not be considered as OCB but as Organizational spontaneity. OCB’s
Altruism dimension seems to overlap with Organizational spontaneity’s helping co-workers. In
the model designed by George and Brief (1992), organizational spontaneity has been predicted
by Individual factors, primary work group characteristics, contextual characteristics and

motivational bases.

1.4.3 Organizational Citizenship Behaviour and Pro-social Organizational Behaviour

Pro-social organizational behaviour (POB) was defined by Brief and Motowidlo (1986) as
“behaviour intended to promote the welfare of individuals or groups to whom the behaviour was
directed” (Steffensmeier, 2008). POB is further defined as “behaviour directed toward an
individual, group, or organization that promotes the welfare of that individual, group, or
organization” (Steffensmeier, 2008). POB is differentiated from OCB by allowing the behaviour

to be as prescribed in the role of individual or to be extra-role and also, to be functional or even
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dysfunctional to the organization. For e.g., behaviour of helping a co-worker will be considered
as pro-social even if the helper is doing it, keeping at stake an important deadline. Borman and

Motowidlo (1993) has included loyalty and civic virtue as a measure of POB.

1.4.4 Organizational Citizenship Behaviour and Extra-Role Behaviour

Extra-role behaviour is defined by Van Dyne et al., (1995) as “those behaviours that go beyond
specified role requirements, and are directed towards the individual, the group, or the
organization as a unit, in order to promote organizational goals” (Somech and Drach-Zahavy,
2000). Just like OCB, Van Dyne, et al., (1995) included elements of pro-social behaviour in
extra-role behaviour; it also covers elements like whistle blowing and even Principled
Organizational Dissent (POD; Graham, 1986). Inclusion of these elements, takes
conceptualization of extra-role behaviour beyond OCB. Thus, for the sake of doing good for the
specific individual, the group or the organization as a whole, member can take actions that are

prohibited or challenging.

1.4.5 Organizational Citizenship Behaviour and Contextual performance

Borman and Motowidlo (1993) in an attempt to capture the activities that “contribute to the
organization's technical core either directly by implementing a part of its technological process,
or indirectly by providing it with needed materials or services." (Borman & Motowidlo, 1993)
gave the term Contextual performance. Task performance, which is depicted by the proficiency
with which the task is carried out by the employee, is differentiated between employees by their
knowledge, abilities, skills, training or experiences. On the other hand, contextual behaviours
like cooperation, enthusiasm, volunteering and following rules varies based on employee’s
motivation level, interpersonal orientation and personal style. To measure Contextual
performance, Borman and Motowidlo (1993, 1997) designed a five dimensions taxonomy, which
included “persisting with enthusiasm and extra effort as necessary to complete own task activities
successfully, volunteering to carry out task activities that are not formally part of own job,
helping and cooperating with others, following organizational rules and procedures, and
endorsing, supporting, and defending organizational objectives. Initially, Contextual
performance gave the impression of being same concept as OCB was differentiated by Organ
(1997) by stating “What is different from OCB is that contextual performance as defined does
not require that the behaviour be extra-role nor that it be non-rewarded. The defining quality is
that it be non-task, or more to the point, that it contribute to the maintenance and/or enhancement

of the context of work.".

1.4.6 Organizational Citizenship Behaviour and Corporate Citizenship
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Corporations are “legal entities with rights and duties, in effect, ‘citizens’ of states within they
operate” (Marsden, 2000). Corporate citizenship is the new term given to concept “stakeholder
management” and “corporate social responsibility”. It Refers to businesses acting responsibly
towards their stakeholders and involves Proactively addressing business and society issues;
Building stakeholder partnership; Discovering business opportunities through social strategic
goals, and Transforming a concern for financial performance into a vision of corporate financial
and social performance. The link between OCB and Corporate citizenship is hidden in the reason
to shift the name to corporate citizenship. Matten et al. (2003) listed down the reason for the
change. The inference of using terms like “business ethics” or “corporate social responsibility”
meant that qualities like ethics and responsibility is missing from the business. Businesses
wanting to have a respectable place used the term “citizenship” to mark the rightful place next to
other “citizens” with whom businesses form a community. Thus, corporate citizenship “focuses
on the rights and responsibilities of all members of the community, which are mutually
interlinked and dependent on each other” (Matten et al., 2003). Dimensions of Corporate
Citizenship are Citizenship Concept, Strategic Intent, Leadership, Structure, Issues Management,

Transparency and Stakeholder Relationships (Matten et al., 2003).

1.4.7 Dimensions of Organizational Citizenship Behaviour

1.4.7.1 Citizenship behaviour directed towards individual (OCBI)

Those behaviours, which immediately benefit specific individuals/employees and hence, adds to
organizational effectiveness indirectly comes under OCBI (Williams and Anderson, 1991; Lee
and Allen, 2002). Podsakoff, et al. (2000) considered it as the employee’s helping behaviour and
defined it as voluntarily helping others with work related problems. All the famous researchers
have given different interpretations to this dimension, but the theme of the dimension remains
the same as given by Williams and Anderson (1991). Organ (1988) used altruism, cheerleading,
courtesy and peacemaking to define OCBI. Van Scotter and Motowidlo (1996) termed it as
interpersonal facilitation to “indicate interpersonally oriented behaviours, encouraging
accomplishment of goals, cooperation, improving morale, removing barriers to performance, and
helping others with task-oriented activities” (Steffensmeier, 2008). George and Brief (1992)
termed it as helping others; Smith et al., (1983) called it as altruism; Borman and Motowidlo
(1993) defined this dimension as cooperating with and helping others. We can see here the

consensus on calling OCBI as helping employees/co-workers.

1.4.7.2 Citizenship Behaviours Directed Toward the Organization (OCBO)
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Another dimension of OCB that covers the behaviours that benefits the organization and not any
specific member/employee of organization, e.g., giving suggestion for improvement,
volunteering for groups or committees, following rules and regulations. Williams and Anderson
(1991) termed this as OCBO while Podsakoff et al. (2000) marked it as organizational
compliance. Smith et al. (1983) named it as generalized compliance; it is also referred to as job
dedication by Van Scotter and Motowidlo (1996). No matter what name has been given by
researchers to it, OCBO is considered as part of OCB because of the lack of adherence to rules
and regulation by employees, whether formally or informally in normal working scenario. So, as
suggested by Podsakoff et al. (2000), the employee who does follow rules and regulations,

particularly when non-adherence would go un-noticed, should be called as good citizen.

1.4.8 Dimensions of Organizational Citizenship Behaviour in Present Study
Even if there is a lack of consensus on the scope of OCB, Organ (1988) projected five dimensions

of OCB, which are most often used in studies worldwide. The dimensions are:

1.4.8.1 Altruism

Altruism defines those behaviours of OCB, which are directed towards organizational members
(Organ, 1988; Smith et al., 1983). These helping behaviours can be job related like assisting or
helping a co-worker with a specific task or project; or non-job related like helping co-workers at

time of personal problems.

1.4.8.2 Courtesy

As said by Organ and Ryan (1995), it refers to those behaviours that are focused on preventing
problems to coworkers. The real contribution of these behaviours is in keeping the smooth
functioning of organization, and involves both informal and formal cooperation among

coworkers (George & Brief, 1992; Konovsky & Organ, 1996; Organ, 1997).

1.4.8.3 Conscientiousness

Conscientiousness is also known as generalized compliance is referred to impersonal
contributions of employee towards organization like adhering to rules and regulations, excellent
attendance (Organ & Ryan, 1995). These contributions by employees are not directed towards

specific coworker but are helpful to coworkers indirectly (Smith et al., 1983).

1.4.8.4 Sportsmanship
Sportsmanship refers to “the inclination to absorb minor inconveniences and impositions
accruing from the job without complaints or excessive demands for relief or redress” (Konovsky

& Organ, 1996). A person high on sportsmanship dimension would refrain from complaining
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about trivial matters of job; also, would be thinking about others’ work problems in addition to

his or her own (Konovsky & Organ, 1996).

1.4.8.5 Civic Virtue

It showcases the behaviour of employee to show interest and actively get involved in
organizational issues; overall organizational governance (Organ & Ryan, 1995). Examples of
civic virtue are keeping track of organizational developments, attending meetings, active
participation in running of organization, reading and answering company emails (Konovosky &

Organ, 1996).

Podsakoff et al. (1990), validated the OCB scale with these five dimensions, but in later studies,
experiments were done by selecting few dimensions, like Podsakoff et al. (1997) used only-

helping behaviours, civic virtue, and sportsmanship.

In later studies, dimensions talked about were revolving around these five dimensions only.
Kwantes et al. (2008) used conscientiousness, initiative, volunteerism, boosterism, and
sportsmanship to measure OCB. Some researchers used only a few of the dimensions from the
above five, like Cohen and Keren (2008) used only Altruism, Conscientiousness and civic virtue

to predict OCB.

In India, a similar pattern is found, with use of all or most of the above mentioned dimensions to
measure OCB. Jena and Goswami (2014) used all five dimensions in ferroalloy industries in
Odisha for OCB whereas only four dimensions, i.e. altruism, courtesy, conscientiousness and

civic virtue were found to be valid in Indian context by Vaijayanthi et al. (2014).

1.5 RATIONALE OF THE STUDY

It is utmost important that managers as well as employees should know the factors which can
add to their citizenship behaviour. Present study tries to add to the understanding of the
antecedents of OCB by analyzing the predictive power of QWL and role clarity on OCB. By

doing this, the study also adds to the existing pool of literature.

Chapter 1 already discussed about the importance of sound QWL to all the employees of
organization irrespective of the position he/she holds in the organization. That is why; QWL has
been a focus of studies from so many decades by researchers. Sadly, the number of researches
on QWL is reducing now days. Also, very few studies have tried to understand QWL’s influences
on extra-role behaviour. No QWL study addressed the issue of role clarity and OCB interaction.

The diversified environment in which the study has been conducted has given chance to extend
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the work on QWL. To be precise, this study tries to use the broad QWL background to explain

its influence on OCB in the Indian context.

In continuation, the importance of role clarity was also discussed earlier in guiding the employee
to perform the roles and duties effectively and also to create a rapport with the stakeholders;
which is set to add to the effectiveness of employees in what they do. Researchers like Organ
and Podsakoff have stressed on role clarity in shaping citizenship behaviour in employees. The
link, which was mentioned from the inception time of OCB witnessed dearth of research in the
past decades with virtually no study on the direct link between role clarity and OCB. Therefore,

this study aims to venture into this direction and establish the path for future researches.

The importance of OCB has been advocated for decades by researchers and its positive influence
on individual, group and also organizational level outcomes has been studied; but the focus of
these studies has been western countries basically. The concept has not been the focus by Indian
researchers. Indian organizations, which are going through rapid growth need to focus upon their
human capital and they depend hugely on their good citizens to win over fierce competition.
There is an absence of any study on QWL, Role clarity and OCB together, not only in Indian
context but on other economies as well. Therefore, our study will help in closing this gap with

respect to the Indian context.

The present study also examines the role played by demographic variables (gender, position and
type of organization) in perceiving QWL, Role clarity and OCB. The insight gathered from the
role of demographic traits will help in advancing the concept of personality-job fit and boost

performance of employees as well as organization.

The gaps found above calls for conducting research to answer unexplained directions. This study

is dedicated to filling the gaps and answer the questions raised.

1.6 SCOPE OF THE STUDY
The following issues are focused in the present study:-
1. The study focuses on employees from public and private organizations; both male and
female; holding junior, middle and senior positions across India.
2. The present study analyses few dimensions of QWL: Supervisor/manager support,
Freedom from work-related stress, Salary & additional benefits, Job satisfaction,
Relationship with work colleagues, Involvement & responsibility at work and

Communication, decision making & job security.
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1.7

1.8

. The study considers co-worker related role clarity, work related role clarity and appraisal

related role clarity dimensions of Role clarity.

. Later, Altruism, courtesy, conscientiousness, sportsmanship and civic virtue dimensions

are explored to analyze OCB in the present study.

. The causal relationship of QWL and Role Clarity on OCB is tested in the present study.

RESEARCH QUESTIONS

. Does the quality of work life perception vary with gender, position and type of

organization?

. Does the role clarity perception vary with gender, position and type of organization?

. Does the organizational citizenship behaviour perception vary with gender, position and

type of organization?

. Does quality of work life constructs predict organizational citizenship behaviour?
. Do role clarity constructs predict organizational citizenship behaviour?

. Does role clarity mediate the quality of work life-organizational citizenship behaviour

relationship?

. Does quality of work life mediate the role clarity-organizational citizenship behaviour

relationship?

. Do demographic variables (gender, position and type of organization) moderate the

quality of work life, role clarity and organizational citizenship behaviour relationship?

FLOW OF THE STUDY

The entire study is divided into six chapters in total.

Chapter 1 headed as Introduction covers the introduction and definition of quality of work life,

role clarity and organizational citizenship behaviour. Other topics covered in chapter one are

rationale of the study and research questions.

Chapter 2 named as literature review covers researches, both theoretical as well as empirical;

conducted on the quality of work life and its dimensions, role clarity and its dimensions and

organizational citizenship behaviour and its dimensions. Separate sections have been created to

cover researches in Indian context. This section also covers the conceptual model of the study.

Chapter 3 named as Methodology, covers the research design concerned with the objectives of

research and hypotheses. It also talks about instrument used for data collection, data collection

method and approach for analyzing the data, demographic feature of data sample.
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Chapter 4- Analysis and Results showcase the process of data analysis for testing the research
hypotheses with the help of tests like t-test, ANOVA, EFA, CFA and hierarchical regression

analysis. Results hence gathered are also explained.
Chapter 5 named as Discussion covers the interpretation of the findings of the study.
Chapter 6 named as Conclusion and implications provide the concluding remarks.

Chapter 7 covers the limitations of the study and opens the future vista of research.

1.9 SUMMARY OF THE CHAPTER

In the first chapter, we covered broadly three concepts i.e. Quality of Work Life (QWL), role
clarity and Organizational citizenship behaviour (OCB). While exploring QWL, which is an
important individual as well organizational variable, we came across the concepts like quality of
life and work-family conflict. We also introduced dimensions of QWL for the present study, i.e.
Supervisor/manager support, job satisfaction, freedom from work related stress, salary &
additional benefits, relationship with work colleagues, involvement & responsibility at work,
communication, decision making & job security. Role clarity which has been proved to be
essential for effective delivery of tasks was introduced and related concepts of role overload, role
ambiguity and role conflict were also discussed. The dimensions which will be representing role
clarity in our study, i.e. co-worker related role clarity, work related role clarity, appraisal related
role clarity was covered. Concept of Organizational Citizenship Behaviour (OCB) was defined
and was viewed in relation with concepts like Organizational spontaneity, Pro-social
Organizational Behaviour, Extra-Role Behaviour, Contextual performance and Corporate
Citizenship. Two dimensions, i.e. Citizenship behaviour directed towards individual (OCBI) and
Citizenship Behaviours Directed toward the Organization (OCBO), are introduced. Five OCB
dimensions in the present study, i.e. Altruism, courtesy, conscientiousness, sportsmanship and
civic virtue which will be representing OCB were also discussed. Rationale, scope and flow of
the study were also laid down. Research questions for the study were also framed. The study
aims to evaluate QWL, role clarity and OCB in Indian executives and to diagnose the relationship

between them.
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Chapter 2
LITRATURE REVIEW

In the first chapter, we discussed theoretical frameworks of QWL, Role Clarity and OCB. The
present chapter is divided into four sections. First section deals with the relevant and accessible
literature on QWL, its antecedents and consequences, its dimensions covered in the study.
Second section deals with literature review of Role Clarity and historically studied antecedents
and consequences of the Role Clarity and the dimensions taken in the study. Third section covers
in-depth literature review on OCB, its consequences and antecedents and also factors for the
present study. Last section covers the literature on relationships between dependent and
independent variables. The Indian literature on respective variables is covered at the end of all

the sections.

2.1 QUALITY OF WORK LIFE (QWL)

2.1.1 Brief Background

Rose et al. (2006) stated in their study that “QWL is a philosophy or a set of principles, which
holds that people are trustworthy, responsible and capable of making a valuable contribution to
the organization”. Elements of respect were also proposed by them. Dolan et al. (2008) focused
upon importance of QWL in present scenario by stating “that the concern for QWL has
preoccupied social scientists for the past several decades. QWL is a major issue for employees,
and how organizations deal with this issue is both of academic and practical significance.
Therefore, it is no wonder that thousands of studies have revolved around the concept of job
satisfaction and stress as core concepts. QWL and its relationship with employee health and
performance has become an explicit objective for many of the human resource policies in modern

organizations”.

Initially, the concept was drifting with conceptual waves till 1970’s; was able to secure consensus
to certain level with the work of researchers like Nadler and Lawler (1983), Seashore (1975),
Sashkin and Burke (1987) and others. In the beginning, QWL was synonymous of job security,
employability, salary and benefits (Elizur & Shye, 1990). This listing of objective criteria on
measuring QWL gave way for job satisfaction as assessment measure. Although, the shift has
taken place to subjective criteria, some researchers like Lawler (1975) and Walton (1975)
continued promoting objective measure. The most frequently quoted definition of 1980’s by
Carlson (1980) shows acceptance of subjective criteria; Carlson (1980) defined QWL “as an

organizational goal, which the business is perpetually striving to achieve”. After that, the concept
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was refined with more studies conducted on lines of subjective interpretation. Kiernan and
Knuston (1990) define QWL “as an individual’s interpretation of his/her role in the workplace
and the interaction of that role with the expectations of others. The QWL is individually
determined, designed and evaluated”. All the stakeholders like employees, unions and
organization were expected to influence QWL. Maccoby (2001) defines QWL as “a commitment
of management and union to support localized activities and experiments to increase employee
participation in determining how to improve work. This process is guided by union-management
committees and facilitators, and requires education about the goals of work in training and group
process”. Serey (2006) merged both meaningfulness of work and job satisfaction and gave a

contemporary view of QWL.

Table 2.1: Eras in Development of QWL as a concept

Era Focus

1959-1969 As an individual’s reaction to work or the personal consequences of the
work experience.

1969-1972 Individual rather than organizational outcomes

1972-1975 As synonymous with such concepts as autonomous work groups, job
enrichment or the design of new plants as integrated social and technical
systems

1975-1980 As an ideological state about the nature of work and relationship of

workers with organization; terms like participative management and
industrial democracy were introduced

1980-1982 QWL equals everything. All organizational development or
organizational effectiveness efforts became labelled as part and parcel of
QWL.

1990’s Was given as subjective prospective with QWL varying with
individual’s interpretation of his/her workplace

2000’s Returned the concept of satisfaction like life satisfaction, job satisfaction

and resource satisfaction

2010’s- Till now | A mix of satisfaction and developmental program with effort from both
employees and employers.

Inspired from Markham, L. G. (2009)

Table 2.1 shows that QWL is a multidimensional construct, made up of various inter-related
dimensions which require careful consideration for conceptualization and measurement. From
time to time it has been associated with job involvement, job satisfaction, health and safety,
productivity, competence development and work life balance. From inception, last five decades
have followed a pretty linear trajectory from initial objective and rigid view, towards a more
subjective, systematic and dynamic view. Despite the progress made till now, there are still some
points which need consideration like need to develop a clear operational definition of QWL

(Martel & DuPuis, 20006).
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2.1.2 Relevant Theories on QWL

2.1.2.1 The Spillover Effect

Sirgy et al. (2001) mentioned that “The spillover approach to QWL posits that satisfaction in one
area of life may influence satisfaction in another”. To be precise, the satisfaction derived from
the job may influence/effect satisfaction derived from other life domains like family, health,
social, etc. (Andrisani & Shapiro, 1978; Bromet et al., 1990; Crohan et al., 1989; Crouter, 1984;
George & Brief, 1990). As per Sirgy et al. (2001), there are two types of spillover- horizontal
and vertical. In horizontal spillover, change in one life domain effects neighboring life domains;
like, satisfaction in family life may influence job satisfaction and vice-versa. On the other hand,
vertical spillover categorize life domain into hierarchical levels. On top of the hierarchy comes
the most superordinate domain, namely overall life or life satisfaction. Subordinate to life
satisfaction comes other life domains like job, family, community etc. The vertical spillover says
that satisfaction/dissatisfaction in subordinate life domains influences overall life i.e. change in
happiness, subjective wellbeing. This is known as vertical bottom-up spillover. In vertical top-
down spillover, change in life satisfaction influences superordinate life domain like job

satisfaction.

2.1.3 Antecedents and consequences of QWL
Table 2.2: Antecedents and consequences of QWL

Reference | Research method Findings Level of Input
Gillet et al., | Empirical research; 343 | Significant relationship between | Organizational
2013 nurses from 47 hospitals | transformational leadership and | characteristic;
in France; Quantitative | QWL  was  mediated by | Leadership
analysis Distributive justice and | behaviours
interactional justice; QWL led to
work engagement
Nguyen and | Empirical research; 364 | Psychological capital predicted | Individual
Nguyen, marketers of Vietnam; | job performance and QWL; | behaviour;
2012 Quantitative analysis QWL mediated between the | Individual
relation of psychological capital | Outcome
with job performance and quality
of life
Yeo and Li, | Empirical research; 140 | Organizational culture; | Organizational
2011a employees from US; | leadership, communication, | characteristic;
Quantitative analysis teamwork, job identity, | Leadership
performance, reward & | behaviours;
recognition and training & | Individual
development contributed to | behaviour;
QWL; QWL enabled career | Individual
development and insights in | Outcome;
HRM practices Organizational
outcome
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Reference | Research method Findings Level of Input
Li and Yeo, | Qualitative study; 140 | Tensions (internal and external | Individual
2011b part-time MBA | tension, private and public | behaviour;
students; Thematic and | tension, self and otherness | Organizational
textual analysis  of | tension, and present and future | characteristic
online responses tension) acted as negative
predictor and career development
strategies (Career development
support, flexibility and autonomy
in job design as well as flexibility
in career development planning)
positive predict QWL
Hosseinaba | Empirical research; 40 | Quality circles in medical staff | Group
di et al, | emergency medical | positively predicted job | characteristics
2013 technicians from Iran; | satisfaction and QWL
Quantitative analysis
Tamini et | Empirical research; 216 | Organizational commitment | Individual
al., 2011 bank employees from | positively predicted QWL; | behaviour
Iran; Quantitative | depersonalization negatively
analysis predicted QWL
Barzegar et | Empirical research; 316 | Leadership ~ behaviour = was | Leadership
al., 2012 employees from Kidney | positively related to QWL and | behaviours;
centers of Iran; | Human resource productivity; | Organizational
Quantitative analysis QWL positively relate to Human | outcome
resource productivity
Ooi et al., | Empirical research; 202 | 4 out of six TQM dimensions | Leadership
2013 managers from | (leadership, process | behaviours;
manufacturing firms in | management, information & | Organizational
Malaysia analysis and customer focus) | characteristic
were positively related to QWL;
human resource management and
strategic planning dimensions
were not correlated with QWL.
Islam, 2012 | Empirical research; 100 | The study focused to determine | Individual
employees from | factors for QWL; work load, | behaviour; Group
Bangladesh; family  life, transportation, | characteristics
Quantitative analysis compensation policy and
benefits, working environment,
working conditions and career
growth had a  significant
influence of QWL
Elmuti, Empirical research; 150 | Internet aided self-managed | Individual
2003 employees; (IASM) teams program was | behaviour; Group
Longitudinal study; | found to have a positive influence | characteristics

Quantitative analysis

on QWL of employees; IASM
led to improved productivity and
overall performance
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Reference | Research method Findings Level of Input
Breaugh Conceptual model; | The model advocates | Individual
and Qualitative research telecommuting and flextime as | behaviour; Group
Farabee, two ways of improving QWL in | characteristics;
2012 employees in the light of | Leadership
supervisor support behaviours
Rose et al., | Empirical research; 475 | Career dimensions (career | Individual
2006 managers from MNCs | satisfaction, career achievement | behaviour
and SMEs of Malaysia; | and career balance) positively
Quantitative analysis predicted QWL
Ahmadi et | Empirical research; 110 | Managerial coaching positively | Leadership
al., 2011 employees from Iran; | predict ~ QWL;  managerial | behaviours
Quantitative analysis coaching positively relates to
most of the dimensions of QWL
Elmuti et | Empirical research; 540 | Outsourcing practices negatively | Organizational
al., 2010 employees from 2 | relate to perceptions of QWL in | characteristic
manufacturing plants of | employees and positively relate
UsS; Quantitative | to performance and productivity
analysis; Longitudinal
study
Rethinam Empirical research; 453 | Work condition like job demand, | Individual
and Ismail, | Information system | job control and social support | behaviour; Group
2008 personnel employed in | positively predicted QWL in | characteristics
Malaysian ICT | employees
organizations;
Quantitative analysis
Beh and | Empirical research; data | QWL and job performance were | Individual
Rose, 2007 | of 475 managers in a | significantly related; findings | Outcome
manufacturing industry | show the direct influence of good
in Malaysia; | working life on the individual
Quantitative analysis performance
An et al., | Empirical research; 145 | The study focused on | Organizational
2011 nurses from Korean | organizational effectiveness, and | outcome
university hospitals; | found it related to QWL and
Quantitative analysis organizational culture.
Organizational culture and QWL
were found to predict
organizational effectiveness
Kanten and | Empirical research; 180 | The study focused on work | Individual
Sadullah, blue and white collar | engagement; QWL significantly | Outcome
2012 employees from marble | correlated and also predicted
industry of Turkey; | work engagement; both blue and
Quantitative analysis white collar employees varied in
terms of work engagement as
well as QWL perception
Lee et al., | Empirical research; | QWL was found negatively | Individual
2013 1283 nurses from 7 | related to intention to leave. Most | Outcome
hospitals of Taiwan; | QWL dimensions (7 out of 10)

Quantitative analysis

negatively predicted intention to
leave in nurses.
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Reference

Research method

Findings

Level of Input

Daud, 2010

Empirical research; 170
teachers from public
universities in Malaysia;
Quantitative analysis

Favorable results for QWL;
moderate results for
organizational commitment;
QWL predicted organizational

commitment

Individual
Outcome

Celik and
Oz, 2011

Empirical research; 318
Turkish  call center
employees; Quantitative
analysis

Instead of acting as a moderator
of relation of emotional
dissonance with absenteeism and
turnover  intentions, QWL
directly predicted absenteeism
and turnover intentions
negatively.

Individual
Outcome

Phusavat et
al., 2009

Empirical research; 200
employees from
Bangkok;  Qualitative
and Quantitative
analysis

QWL influenced organizational
productivity  in  non-linear
manner; diminishing in
beginning and  accelerating
upwards later

Organizational
outcome

Bradley et
al., 2010

Case study approach;
focused  upon  the
construction industry of
Australia; Longitudinal
study; Qualitative
analysis

Workplace  intervention by
managers to improve QWL had a
positive  effect on QWL
perception of employees

Leadership
behaviours;
Individual
Outcome

Layer et al.,
2009

Empirical research; data
comprise of 74 multi-
skilled workers of 2
manufacturing  firms;
Quantitative analysis

Cognitive demand and QWL,
though  unrelated, predicted
employee performance

Individual
Outcome

Koonmee et
al., 2010

Empirical research; 514
human resource
managers of  Thai
companies; Quantitative
analysis

Implicit  form  of  ethics
institutionalization has positive
relationships with both lower and
higher order QWL; both implicit
forms of ethics
institutionalization and QWL
positive predicted 3 forms of
employee outcomes (job
satisfaction, organizational
commitment, and team spirit)

Organizational
characteristic;
Individual
Outcome; Group
outcome

Dinh et al.,
2014

Empirical research; 696
marketers of Vietnam;
Quantitative analysis

Psychological capital predicted
QWL; QWL mediated the
relation between psychological
capital and job performance

Individual
behaviour;
Individual
Outcome

Viljoen et
al., 2014

Empirical research; 224
employees from Food
and beverage Industry
of  South Africa;
Quantitative analysis

QWL through Internal work
environment attributes and work-
life attributes predicts perceived
service delivery and productivity
in employees

Individual
Outcome;
Organizational
outcome
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The contemporary QWL studies, which have been mentioned in the Table 2.2; show the value of
QWL in present business environment. For both antecedents and consequences of QWL, we have
viewed the studies on the basis of the focal persons. For antecedents we categorized antecedents
into Individual behaviour; organizational characteristic; leadership behaviours; and group
characteristics. To have a clear view on consequences of QWL, the consequences have been
divided into Individual outcome; organizational outcome; group outcome and leadership
outcomes. The literature review conducted provided us with useful insight. Most of the QWL
studies were of the nature of empirical and primary research. In terms of Individual behaviour
as antecedent, QWL has been related to psychological capital (Nguyen & Nguyen, 2012); job
identity (Yeo & Li, 2011a); individual performance (Yeo & Li, 2011a); tension (Yeo & Li,
2011b); dispersonalization (Tamini et al., 2011); work load, family life, transportation,
compensation policy and benefits, working environment, working conditions and career growth
(Islam, 2012); telecommuting and flexitime (Breaugh & Farabee, 2012); Career dimensions
(career satisfaction, career achievement and career balance) (Rose et al., 2006). Organizational
characteristics like distributive justice (Gillet et al., 2013); organizational culture (Yeo & Li,
2011a); communication (Yeo & Li, 2011a); reward and recognition (Yeo & Li, 2011a); training
and development (Yeo & Li, 2011a); career development strategies (Yeo & Li, 2011b);
organizational commitment (Tamini et al., 2011); TQM practices (Ooi et al., 2013); working
environment, working conditions and career growth (Islam, 2012; Rethinam & Ismail, 2008);
outsourcing practices (Elmuti et al., 2010); ethics institutionalization (Koonmee et al., 2010);
psychological capital (Dinh et al., 2014) acted as predictor of QWL in recent studies. Leadership
behaviour like transformational leadership (Gillet et al., 2013); leadership traits (Barzegar et al.,
2012; Yeo & Li, 2011a); managerial coaching (Ahmadi et al., 2011); workplace intervention
(Bradley et al., 2010) acted as antecedents of QWL. Also, group characteristics like teamwork
(Yeo & Li, 2011a); quality circles (Hosseinabadi et al, 2013); Internet aided self-managed
(IASM) teams (Elmuti, 2003) contributed to QWL as antecedents.

If we talk about outcomes of QWL, QWL has been linked as contributor to work engagement
(Gillet et al., 2013); job performance (Beh & Rose, 2007; Dinh et al., 2014; Layer et al., 2009;
Nguyen & Nguyen, 2012); quality of life (Nguyen & Nguyen, 2012); career development (Yeo
& Li, 2011a); work engagement (Kanten & Sadullah, 2012); intention to leave (Lee et al., 2013);
absenteeism and turnover intentions (Celik & Oz, 2011; Philip et al., 2012); employee perception
(Bradley et al., 2010); job satisfaction (Koonmee et al., 2010); perceived service delivery and
productivity (Viljoen et al., 2014) individual outcomes. Studies have established organizational

outcomes like HRM practices (Yeo & Li, 2011a); Human resource productivity (Barzegar et al.,
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2012); organizational effectiveness (An et al., 2011; Phusavat et al., 2009); organizational
commitment (Daud, 2010; Koonmee et al., 2010); Internal work environment (Viljoen et al.,
2014) as outcomes of QWL. Team spirit in group (Koonmee et al., 2010) has been predicted by
QWL.

A lot of research has been done in field of individual and organizational variables as antecedents
as well as predictors of QWL; but, leadership and group related variables were limited to
antecedents of QWL. There is dearth of research on leadership and group variables as outcomes

of QWL also.

2.1.4 Studies in Dimensions of QWL
2.1.4.1 Supervisor/Manager support

Table 2.3: Studies on Supervisor/Manager support

Author Summary of the study

Zhang et al., 2008 | The study aimed to explore employee-organization relationship (EOR)
and Supervisor support as an instrument of gaining trust of middle
managers. Based on the responses of 545 middle managers in China,
results supported supervisor support having a stronger influence on trust

than an EOR.
Stinglhamber and | In the longitudinal study on 238 Belgian employees, exchange
Vandenberghe, relationship between employees and supervisor were tested. Perceived
2003 supervisor support was found to influence turnover. Also, it mediated the

effect, favorable intrinsically satisfying job conditions has on affective
commitment to the supervisor.

Frye and | In the mixed respondent longitudinal study to establish antecedents and
Breaugh, 2004 consequences of work-family conflict and family-work conflict,
supervisor support along with family friendly policies and working hours
was found to predict work-family conflict. Also, supervisor support along
with childcare responsibility was found to be related to family-work
conflict.

Moyle, 1998 In the three-wave longitudinal survey of 148 food retail managers, job
characteristics and employee well-being were analyzed. Managerial
support was established to influence job satisfaction directly as well as
through role ambiguity and control. Managerial support also found related
to mental health.

Cooper, 2006 Based on the sample of 55 work-groups, the study reviews the role of
management in maintaining behavioural safety processes. The results of
45% reduction in injuries show significant associations between
management’s demonstrable supports with behavioural safety
performance.

Hall, 2007 The study on nursing staff deals with workplace social support and job
stress outcomes. Employees with high perceived supervisor support
experienced more positive job outcomes and less negative outcomes along
with low occupational stress.
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2.1.4.2 Freedom from work related stress

Table 2.4: Studies on Freedom from work related stress

Author

Summary of the study

Mosadeghrad et
al., 2011

On the backdrop of health care, the study tested the relationship between
job stress, QWL and turnover intentions among employees. Based upon a
sample of 740 Iranian Hospital employees, an inverse relationship was
established between job stress and QWL. Also, a positive relationship was
found between job stress and turnover intention.

Sosik and
Godshalk, 2000

The study is based upon an attempt to find ways of developing
organizational members and reduce job related stress. The sample
consisted of 204 mentors-protege dyads. The negative relation of mentor
transformational behaviour and mentoring function received was found
with protégé job related stress.

Light and Bincy,
2011

The study, which was based on 30 critical care unit nurses from India,
mentioned the reason for stress were workload, general job requirement
and caring for patients. Stress management techniques like Time
Management, Job Stress Awareness, Progressive Muscle Relaxation and
Assertiveness Training were found to reduce stress by 40 percent.

Tausig and
Fenwick, 2012

The study talks about antecedents and consequences of job stress. Low
pay, heavy workload, high expectation, job insecurity was mentioned to
be major reasons for job stress. Job stress was found to cause absenteeism,
turnover, burnout, and healthcare problems like cancer, depression,
psychological disorder etc.

Godin et al., 2005

The study test effects of job stress on five indicators of mental health i.e.
anxiety, chronic fatigue, depression, somatization and psychotropic drug
consumption. The sample was drawn from 1986 Belgian employees. Job
stress was found associated with all five indicators with the association
quite strong in females compared to men.

Wang et al., 2014

Based upon a sample of 521 basic-level Chinese police personnel, the
study examines relationship between job stress, job burnout, locus of
control and job satisfaction. Police stress was found negatively related to
job satisfaction and positively related to job burnout. Job stress-job
satisfaction relation was mediated by job burnout. Also, job stress-job
burnout relation was moderated by locus of control.

2.1.4.3 Salary and additional benefits

Table 2.5: Studies on Salary and additional benefits

Author

Summary of the study

Baker et al., 1988

Based upon the influence of internal incentive structure on employee’s
behaviour, the study tries to develop a theory in consideration of
unexplained incentive behaviours. The study focuses that policies like
egalitarian pay system, promotion based pay, reluctance to fire or give
poor ratings are based on uneconomic emotions of equity, trust, fairness,
culture, social responsibility etc.

Trevor et al.,

1997

In the study on 5143 employees, a curvilinear relationship was found
between job performance and turnover intention, as the turnover was
found to be high to low and high performers as compared to average
performers. As moderator, low salary growth made curvilinear
performance-turnover relation more prominent. Salary growth greatly
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Author

Summary of the study

influenced high performers, with high salary growth, predicting low
turnover, whereas low salary growth predicted extremely high turnover.

Spurk and Abele,
2011

To investigate the influence of big five personality traits on annual salary,
the longitudinal study on 432 employees was conducted.
Conscientiousness, agreeableness, extraversion and neuroticism were
found to indirectly influence salary. Also, influence of occupational self-
efficacy on salary was mediated by contractual work hours.

Guan et al., 2014

The study took a sample of 324 Chinese managers to examine a moderated
mediation model of relationship between salary, job level, career
satisfaction and turnover intentions. Both job level and salary were found
negatively related to turnover intention and the relation between salary
and turnover was mediated by career satisfaction.

Glick, 1991

The study investigated how occupational stereotypes link to the sex
discrimination in terms of prestige and salary discrimination was made in
terms of sex type (male/female) and gendered personality traits
(masculinity/femininity). The masculinity of a job was found to strongly
predict salary and prestige, compared to feminine trait. The percent of
women jobholder was found negatively related to salary.

2.1.4.4 Relationship with work colleagues

Table 2.6: Studies on Relationship with work colleagues

Summary of the study

Based on the premise that colleague relationships, promote career
development and professional advancement in employees, the study
collected data from 543 academicians in faculty development programs
(FDPs) to test the relationship. Colleague gains were positively associated
with the academic socializations. Also, colleagues were found to actively
assist in academic achievements and networking.

Author
Morzinski and
Fisher, 2002
Guchait et al.,
2014

The sample of 236 Turkish restaurant employees was taken to examine
impact of perceived supervisor and co-worker support for error
management on employee engagement. Results show the influence of
supervisor and co-worker support on employee engagement. Also, the
positive effect of perceived supervisor and co-worker support on
perceived psychological safety was proved.

Ferres et al., 2004

The study aimed to examine the potential impact of co-worker trust on
organizational perceptions and attitudes. The results obtained gave
support to the role played by co-worker trust in the organization. Co-
worker trust was proved as having predictive power to increase effective
commitment, perceived organizational support and lowered turnover
intentions.

Joiner, 2007

Analysis of responses from 80 Australian automobile industry employees
was done to find the relationship between TQM implementation,
organizational performance, organizational support and co-worker
support. Co-worker support and organizational support were found to
moderate the TQM implementation-Organizational performance
relationship; which acknowledges the importance of culture of support in
the organization.

Dur and Sol, 2010

The study promotes social interaction with colleagues as a valuable job
attitude. High quality co-worker relationships are adviced to retain and

32




Author

Summary of the study

attract workers. The study also showcased a principal-multi-agent model,
which suggest both productive activities as well as social interaction with
co-workers to create co-worker altruism.

2.1.4.5 Involvement and responsibility at work

Table 2.7: Studies on Involvement and relationship at work

Author Summary of the study
Brown and Leigh, | The focus of the study was to analyze the relationship between employee
1996 perception of organizational environment with effort, job involvement and

performance. The perceived psychological climate was found related to
job involvement, performance and effort. Also, job involvement was
found to influence work performance through the effort as mediator.

Blau and Boal,
1989

The study focuses on influence of job involvement and organizational
commitment on absenteeism and tardiness behaviour in employees. The
sample of 82 nurses was taken for study. The results provide support for
the role of job involvement and organizational commitment in reducing
tardiness and absenteeism in nurses.

Lin et al., 2011

The study, which was conducted on 593 school teachers from Taiwan,
explored the relationship between job involvement and school
administrative effectiveness. Job involvement and administrative
effectiveness, both having positive score, were having a significant
positive relationship with each other. Also, both Job involvement and
administrative effectiveness varied between age, education, marital status,
seniority and post held.

Carmeli, 2005

The study aimed to study role of personal and situational factors on job
involvement. On a sample drawn from Israeli senior managers, result
indicated mediating role of affective commitment on the relation between
perceived external prestige. Also, normative commitment mediated
relation between work ethics and job involvement.

Elankumaran,
2004

The aim of the study is to understand the role of personality and
organizational climate with job involvement. Based upon the Indian
theory of psychological forces, i.e. the Guna dynamics, an inventory was
developed. Based on the data of 90 Indian employees, the study observed,
‘the less tamasic a person, the more will he be involved in his job’.

2.1.4.6 Communication, decision-making and job security

Table 2.8: Studies on Communication, decision-making and job security

Author

Summary of the study

Bell and Martin,
2012

The article focused upon using scientific management principle in
managerial communication to address the feeling of unfairness in
employees. The study advocates Frederick Winslow Taylor’s principles
of scientific management and Equity theory for managers to
communicate.

Dasgupta et al.,
2012

Based on the sample of 400 Indian employees, the study revealed that
employees’ satisfaction with communication of supervisors links
supervisory support and emotional bond with organization, which further
leads to reduced absenteeism.
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Wang et al., 2014

The study collected the data of 212 employees from China, found that job
security fully mediate the relation of procedural justice and extra-role
behaviour and also between procedural justice and turnover intention.

2.1.4.7 Job satisfaction

Table 2.9: Studies on Job Satisfaction

Author

Summary of the study

Faragher et al.,
2005

The study aimed at empirically test the relation between job satisfaction
and health. On a huge sample of 267,995 individuals, the analysis signaled
a strong association of job satisfaction with mental/psychological
problems, burnout, self-esteem, depression and anxiety. Some degree of
correlation was also found with subjective physical illness. The study
strongly suggests stress management policies in organizations.

Judge et al., 2001

The study aimed to analyze the job satisfaction-job performance
relationship by using both qualitative as well as quantitative techniques.
Around 7 past models based on the relationships were reviewed. Also, a
quantitative analysis of 312 responses was conducted. Both the methods
stressed on the positive relationship between the two variables.

The study is based on understanding the causes of turnover. The study was
done on a sample of 1515 respondents. The work environment was found
to influence job satisfaction. Job satisfaction was predicting turnover
intention. Job satisfaction also mediated the work environment- turnover
intention relation.

Lambert et al.,
2001
Basak and Ghosh,
2011

The study explored the relationship job satisfaction has with the school
environment and locus of control in school teachers. The data was taken
from 160 school teachers from Kolkata. Results show a positive relation
of locus of control and also the school environment with job satisfaction
of teachers.

Swarnalatha and
Sureshkrishna,
2013

The study focuses on employee engagement and job satisfaction in Indian
automobile industries. The data of 315 employees was collected. The
study shows how employee engagement created by various factors,
positively influences job satisfaction.

2.1.5 Indian Studies on QWL

Mary (2012) conducted a study on 50 employees of a private organization dealing in textile from

south India to study the quality of work life. While analyzing the QWL and socio-economics

conditions in the organization, the study made the recommendations to improve QWL for making

the organization more attractive for employment, motivate the existing employees and retain the

employees of the organization. Also, QWL was found to increase the flexibility and commitment

in employees. Sushil (2001) has also marked that flexibility comes with a right blend of rights

and duties in the structure.

Gope, (2014) undertook the study to find of QWL dimensions in Life insurance corporation of

India. The data collected from 360 respondents from 21 branches gave compelling results. Eight

dimensions i.e. work life balance; job incentive and job design; opportunity for learning and
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development; adequate and fair pay; societal importance of work; work place environment; and
social integration & constitutionalism were found to establish QWL. Another finding of the study

was that employees were found moderately satisfied with QWL conditions in LIC.

Nayak and Joshi (2014) conducted a study on IT professionals of Small and medium enterprise
with sample of 32 employees. QWL measured was found to be important tool to get information
on welfare measures like job security, job stress, work-family balance and job satisfaction. Since,
Indian IT industry is going through a slowdown, which is creating feeling of insecurity in minds

of employees; the study advocates promotion of QWL measure to keep employees motivated.

Suchitra (2014) conducted a study to understand the level of QWL at LIC India. The level of
QWL at LIC was found to be just above average and a huge scope of improvement was found.
Also, variables like compensation, working condition and HR practices were found to predict
QWL. The study advocated promoting QWL to achieve high efficiency, reduced stress and work-

life balance.

Raja and Kumar (2012) focused on QWL as a tool to change organizational climate,
humanization of work, changing the structure. Also, it stated that QWL measures have been
adopted in the business strategies. Also, QWL proved important for creating commitment and to

increase the efficiency as well. QWL has been accepted as detrimental to career growth.

2.2  ROLE CLARITY

2.2.1 Brief Background

The literature on role clarity has used words role ambiguity and role conflict to portray lack of
role clarity. Some studies have taken role ambiguity solely whereas other researchers have taken
both role conflict and role ambiguity to portray lack of role clarity. Present study also uses these
antonyms to cover latest studies conducted on the topic. As pointed by Rizzo et al. (1970), low
role clarity (high role ambiguity) represents ambiguous goals, procedure, and knowledge of
consequences. Scholars like Jackson and Schuler (1985) and McGrath (1976) advocated that role
ambiguity is a major source of stress at workplace because it imposes high cognitive overload on
the individual who is already stressed for achieving his/her goals on time. This reduces
individual’s ability to perform and motivation level eventually. On the other hand, high role
clarity (low role ambiguity) presents clear job goals, knowledge of consequences, procedure to
be followed to achieve the goals (Rizzo et al., 1970). The situation of high clarity of roles helps
individual to preserve his/her mental energy and use it for accomplishing goals effectively

(Cohen, 1980).
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2.2.2 Theories related to Role clarity

2.2.2.1 Role Identity Theory

As mentioned by role identity theory, self contains multiple identities, each of which is
represented by a role (Burke & Stets, 2009). Every role is attached with identities, which are
defined as a response to stimuli. Identity is action an individual associate with a particular role.
Role theorists (Burke & Stets, 2009; McCall & Simmons, 1978) states identity as formed with
expectation from others, which are internalized and then shared in a specific role. These
expectations are learned in two ways; first, by reactions or responses of people surrounding the
given role; second, by observing or imitating individuals on similar or same roles. The cognitions
or behaviours generated by role identity reflect values, principles and beliefs attributed by an
individual to a given role, which acts as a guide for the actions in a given role (Burke & Stets,
2009). In addition to the identity related to a given role, role theorists mentioned that the level to
which an individual internalize a respective role is necessary in understanding the likelihood of
him indulging in enacting the role. Burke and Stets (2009) stated that ‘‘the energy, motivation,
and drive that make roles actually work require that individuals identify with, internalize, and

become the role”’.

Schwartz (2001) categorized identity phenomenon into three identity types- ego identity,
personal identity and social identity. Ego identity deals with unconscious beliefs of one’s self
and is private. Personal identity distinguishes an individual from others. It is that image of self
that an individual shows to the world in various context like job, gathering etc. lastly, social
identity is concerned with affiliation of individual with different social groups at work and at
home. It covers both involuntary and voluntary memberships an individual has. Burke (2004)
also put it this way, “identities are the sets of meanings people hold for themselves that define

»what it means” to be who they are as persons, as role occupants, and as group members”.

2.2.2.2 Role Theory

In the book Role theory: Concept and Research, Thomas and Biddle (1966) talked about role
phenomena in length. This book became the foundation of role theory. Thomas and Biddle (1966)
stated that a single can perform multiple roles at same times. They mentioned that roles are vast,
diverse and multidimensional, which varies according to the circumstances we are in, position
and status we hold or knowledge and skill level we have. Later on Biddle (1986) added that “role
theory examines the behaviour of an individual in particular social identity in various settings
and situations”. Byrd-Poller (2013) stated “Roles help to shape who we are and want to be.

Individuals take their cues from their social interactions with the collective and judge the
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messages that are sent, evaluate the consequences of the interactions, interpret the interactions in
order to make meaning of the interactions, and assign value to the interactions thus arranging
them in a place of salience”. Stets and Burke (2000) advocated the importance of individuals in

our social system for orchestrating the roles we perform.

Roles are also advocated to create self-image of an individual (Figure 2.1). Katz and Kahn (2003)
mentioned roles we perform gave shape to our thinking about ourselves and also help in defining
what behaviour we should exhibit and what we should not. That is why, an individual should
take those roles that are helpful in achieving personal needs and reflects the personality of the

individual; and resist those which do not fit or contradicts perceived self-image of the individual

(Owens, 2010).
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Figure 2.1: Role Concept by Harnisch, S. (2011)

2.2.2.3 Social Cognitive Theory

Pajares (2002) stated that social cognitive theory is based upon the understanding that individuals
are human agents and constantly engages themselves in development of self through their own
actions. Social cognitive theory looks at human behaviour through psychological lens to explain
and examine individual’s process of learning, interacting and influencing others. “Social learning
theory supports acquiring knowledge through modeling, mentoring, experimenting, and
interventions that increase people’s self-efficacy” (Schwandt, 2005). This theory claims that
social learning or cognition usually is dependent upon reciprocal exchange relationship between
the individual agent and social environment through the medium of observation, simulation and

demonstration.
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The credit for developing Social cognitive theory goes to Albert Bandura. Bandura (1997)
described intentional and conscious behaviours of individual or agents in a social system. He
advocated that individuals are both creators and products of their environment. In his next study
Bandura (2001) advanced the concept by saying “A major characteristic of agency is its duality;
agency acts as benefactor and beneficiary in that an agent can direct his/her own development

and performance while simultaneously being the object of the actions from the environment”.

All of the three theories share a common belief that roles of an individual can be socially
influenced. They state that the process of performance and enactment be learned and also that

self-evaluation is necessary to align individual’s behaviour with personal beliefs.

Burke and Tully (1977) mentioned that although roles are perceived as external components of
self but are responsive to others as well as counter roles. Individuals have multiple meanings for
the multiple roles they enact and that a single role can be perceived differently depending on who
is evaluating the role. Role meanings are established as contextual and they vary based on the
circumstance. Role meanings exert influence on the role behaviours and also influence self-
concept of individual. Therefore, role clarity is must to have a clear picture of complex role

relationships.

Wickham and Parker (2007) made an important contribution in role studies by including
flexibility. They stated Human resource Management sometimes fails to consider multiple roles
their employees have to play including both work and non-work context, which often becomes
reason of stress, frustration and dissatisfaction among employees (Ojha, 2014a). As roles get
accumulated, there need to be an added sense of flexibility on the part of co-workers and
management to provide the time and space individual require acting on the multiple roles; and it

is not possible without high level of role clarity in individuals.

Stets and Burke (2000) discovered that if the multiple roles that an individual enact are to
function, they must be able to rely on the reciprocity and exchange relation with other roles.
There are some positive outcomes of multiple roles. Multiple roles can contribute to professional
growth, healthy well-being, and a strong mental aptitude (Marks & MacDermid, 1996). Enacting
multiple roles can be an indicator of positive social integration and can prevent social isolation
(Nordenmark, 2004; Reitzes & Mutran, 1994). Effective managers learn how to take advantage
of the multiple roles and turn them into opportunities instead of threats. The multiple roles that

individuals enact provide multiple experiences that shape how the self is arranged and displayed.
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Self-concept has also been used by Cohen et al. (1984) to explain multiple roles an individual
has to perform “Roles serve to confirm or disconfirm the self-concepts of those who occupy
them, as well as provide ways for individuals to broaden their self-concepts” (Cohen et al., 1984).
They describe the self-concept as the unifying force that merges four basic personal subsystems;
“the self-concept reflects the person’s own unique way of organizing goals, competencies, beliefs
and values”. Self-concept directly influences role-taking and is affected by the perceived

successes and failures that individuals experience in the various roles that they play throughout

life.

Table 2.10: Four basic subsystems unified by the self-concept (Cohen et al., 1984)

Subsystems Description

Personal Goals “Goals are those objects or events in the future which we strive for
in order to meet our basic needs”

Competencies Competencies are the areas of knowledge, ability, and skill that
increase an individual’s effectiveness in dealing with the world”

Beliefs Beliefs are ideas people have about the world and how it operates”

Values Values tend to form the foundation of a person’s character

2.2.3 Antecedents and Consequences of Role Clarity

Table 2.11: Antecedents and consequences of Role Clarity

Reference Research method Findings Level of Input

Nandal and | Empirical ~ research; | Role clarity was taken as lack of role | Leadership

Krishnan, 2000 | conducted a study of | ambiguity and lack of role conflict. | behaviours;
105 employees of a Though there was no direct relation | [pdividual
manufacturing  firm | between charisma and self-efficacy: | ¢haracteristic
from eastern India: 3 out of§ dlmen31qqs of cha.rlsma'tlc
Quantitative analysis * | leadership had positive relation with

lack of role ambiguity, which in turn
had positive relation with self-
efficacy.

Lau, 2011 Empirical  research; | Out of financial and non-financial | Organizational
data of 121 department | measures, non-financial measures | characteristic
heads in large | Were found to be related to role
Australian clarity. Role clarity also found to be
manufacturing media}ting Fhe relation stroqgly fpr
organizations: non-financial than financial

oo . measures. The results support non-
Quantitative analysis financial measures like training,
satisfaction, innovation and reduced
turnover do create clear roles,
leading to high performance in

managers.

Hall, 2004 Empirical  research; | PMS is related to managerial | Organizational
Sample of 83 strategic | performance and job satisfaction | characteristic;
business unit | through mediation of role clarity | Individual
managers from | and psychological empowerment. | outcome
Australian Strategic PMS role clarity, which in
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Reference Research method Findings Level of Input
manufacturing turn positively influenced
organizations; psychological empowerment, job

Quantitative analysis

satisfaction and managerial
performance. The findings show the
importance of  clear role
expectations in managers for high
performance, satisfaction from the

job and the feeling of
empowerment.
Whitaker et | Empirical  research; | Co-worker feedback | Organizational
al., 2007 Data of 170 | environment-feedback seeking | characteristic;
subordinate- co-worker relation moderated by | Individual
supervisor dyads from | the effort cost associated with co- | Pehaviour;
the United States; | worker led to role clarity. Role Individual
Quantitative analysis | clarity, in turn had a positive outcome
influence on both task and
contextual performance. The
findings established feedback
environment as an important
contributor of role clarity and
reconfirmed  role  clarity’s
importance in performance.
Shoemaker, Empirical  research; | Four out of five leadership | Leadership
1999 168 electronic control | practices were found to be | behaviours
component related to role clarity. All five
salespeople from US; | practices were related to job
Quantitative analysis | satisfaction and none of the
practices were related to self-
efficacy. The findings show
importance of sound leadership
approach in clarifying roles and
job satisfaction.
Nansubuga and | Empirical research; a | Reflection plays a great role in | Individual
Munene, 2013 study of 223 government | converting tacit competency into | behaviour;
employees holding | explicit once, which leads to role | Individual
managerial positions clarity. The findings show role | outcome
from Uganda; | clarity’s  link  to  individual
Quantitative analysis | competence and also the importance
of self-reflection at work settings as
well.
Ryan, 2012 Empirical  research; | Doctoral research focused on | Leadership
Data was collected from | finding the relationship between | Behaviour

73 employees of nursing
ward of a public sector
hospital; Quantitative
analysis

transformational leadership and
team characteristics, i.e. namely
shared vision, cohesion, role clarity
and mutual trust; found the
transformational leadership lead to
only role clarity and trust in a team
setting. The findings extended the
benefits of transformational
leadership to the team’ role clarity
and trust from just the individual.
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Reference

Research method

Findings

Level of Input

Juetal., 2013

Empirical  research;
survey of 394
employees;
Quantitative analysis

The relationship between role
clarity and person-job fit with job
involvement was tested; Goal
orientation was taken as moderator
of the relationship. Both role clarity
and person-job  fit  strongly
associated with job involvement
with  high performance goal
orientation. The findings
contributed to the practice of human
resource development.

Organizational
outcome;
Individual
outcome

Zheng et al,

2013

Empirical  research;
sample of 400
employees ;
Quantitative analysis

Conceptualized a  curvilinear
relationship between role clarity and
job  satisfaction  instead  of
historically  linear  relationship
perception. The study empirically
tested the relationship with the help
of moderating variables, i.e.
supervisor developmental feedback,
interpersonal justice. The High level
of both the moderators positively
influenced the relationship but
slightly. However, low level of
moderators led to negative slop in
curvilinear relation at high role
clarity.

Organizational
outcome;
leadership
outcome;
Individual
outcome

Fried et
2003

al.,

Empirical  research;
Data of 111 blue collar
employees from Israel;
Quantitative analysis

As Hypothesized, role clarity
lead to increased performance
with job security as a moderating
variable. Both high role clarity
and high job security lead to
increased performance, while
low role clarity with high job
security deteriorated
performance. The findings show
value role clarity has in
individual performance.

Individual
outcome

De Villiers and
Stander, 2011

Empirical  research;
sample of 278
employees from
financial institution of
South Africa;

Quantitative analysis

The relation between leader-
member exchange and
psychological empowerment was
mediated by role clarity, role clarity
lead to work engagement and
reduced turnover intention through
mediation of psychological
empowerment. The findings lead to
better understanding of roles. Role
clarity does empower and engage
employees.

Leadership
behaviour;
Individual
outcome;
Organizational
outcome

Hunter, 2009

Empirical  research;
500 employees from a
business unit in a
petrochemical

Leadership empowerment
behaviour was found to positively
relate to two dimensions of
psychological empowerment
namely meaning and competence

Leadership
behaviour;
Individual
outcome
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Reference Research method Findings Level of Input
organization; through the mediating role of role
Quantitative analysis clarity. The result projects that role
clarity is important for leaders in an
endeavor to make employees feel
empowered at work.
Suan and | Conceptual model; | Role clarity along with supervisor | Organizational
Nasurdin, 2013 | Consumer-contact support and peer support has been | outcome
employees in Malaysian | considered as key predictors of
hotels; Qualitative | work engagement
analysis
Nqubane, 2008 | Empirical  research; | Results show POS has a positive | Individual
400 employees in a | relationship with affective | behaviour;
petrochemical organizational commitment and role | Individual
organization; clarity. POS was found to | outcome
Quantitative analysis negatively influence role conflict
and job insecurity. Role clarity
positively  influenced affective
organizational commitment and was
found to mediate the relationship
between POS and affective
organizational commitment.
Tang and | Empirical ~ research; | The relation between role conflict | Individual
Chang, 2010 202 employees of and employee creativity with self- | outcome
Taiwanese companies; | efficacy and job satisfaction serving
Quantitative analysis | 25 mediators of the relationship;
relationship between role ambiguity
and employee creativity was only
mediated by job satisfaction
Tunc and | Empirical  research; | The study conducted to know the | Individual
Kutanis, 2009 | 250 healthcare | reason of burnout established that | outcome
professionals from | role ambiguity and role conflict lead
Turkey; Quantitative to higher level of burnout in
analysis employees.
June and | Empirical ~ research; | Role ambiguity was found to predict | Individual
Mahmood, 300 employees from | job performance, showing value of | outcome
2011 Malaysia; Quantitative clear roles in achieving higher
analysis performance
Smlth et al., | Empirical research; | Role ambiguity acted as moderator | Individual
2011 280 US employees | of self-efficacy- job satisfaction | outcome
working in housing | relationship.
finance; Quantitative
analysis
Akintayo, Empirical  research; | High level of role conflict in | Individual
2010 270 employees from employees let to reduced | outcome
Nigeria; Quantitative organizational commitment
analysis

The above Table 2.11 show the recent studies in the area of role clarity. Both antecedents and
consequences have been covered in the literature review conducted. To have a holistic view about

the role clarity literature the linked variables have been categorized into various categories of
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antecedents and consequences. As done for QWL literature, Role clarity literature has also been

categorized into Individual, organizational, group and leadership behaviours and outcomes.

In terms of Individual behaviour as antecedents, self-efficacy (Nandal & Krishnan, 2000);
feedback seeking co-worker relation (Whitaker et al., 2007); reflection (Nansubuga & Munene,
2013); competency (Nansubuga & Munene, 2013); job involvement (Ju et al., 2013); perceived
organizational support (Nqubane, 2008) were studies in recent studies. In terms of organizational
characteristics as predictor variables, non-financial measures (Lau, 2011); performance
management system (Hall, 2004); Co-worker feedback environment (Whitaker et al., 2007);
person-job fit (Ju et al., 2013) have been covered by researchers. Leadership behaviours like
charismatic leadership (Nandal & Krishnan, 2000); leadership practices (Shoemaker, 1999);
transformational leadership (Ryan, 2012); leader-member exchange (De Villiers & Stander,
2011); leadership empowerment behaviour (Hunter, 2009) have also been studied as predictors

of role clarity.

In respect to Individual outcomes of role clarity, various variables like psychological
empowerment (Hall, 2004); job satisfaction (Hall, 2004; Smith et al., 2011; Tang & Chang, 2010;
Zheng et al., 2013); task and contextual performance (Fried et al., 2003; June & Mahmood, 2011;
Whitaker et al., 2007); psychological empowerment (De Villiers & Stander, 2011; Hunter, 2009);
reduced turnover intention (De Villiers & Stander, 2011); organizational commitment (Akintayo,
2010; Nqubane, 2008); employee creativity (Tang & Chang, 2010); Self efficacy (Tang & Chang,
2010); burnout (Tunc & Kutanis, 2009) have been covered by recent studies. Organizational
outcomes like interpersonal justice (Zheng et al., 2013); job security (Fried et al., 2003); work
engagement (De Villiers & Stander, 2011); psychological empowerment (De Villiers & Stander,
2011; Suan & Nasurdin, 2013) were also considered in the studies. Only few studies like
managerial performance (Hall, 2004); supervisor developmental feedback (Zheng et al., 2013)

have considered leadership variables as outcome of role clarity.

The overview of literature gives us the understanding that almost all studies are based on
measuring individual outcomes in some form or the other. Surprisingly, there was dearth of

recent studies focused upon group variables as predictor or outcome of role clarity.

2.2.4 Studies on dimensions of Role Clarity

2.2.4.1 Co-worker related Role clarity
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Table 2.12: Studies on Co-worker related Role clarity

Reference Findings
Ferres et al., | The study conducted 299 PSU employees tested the benefits of increased
2004 trust among co-workers. Co-worker trust significantly predicted decreased

turnover, increased affective commitment and perceived organizational
support in employees. The study advocated increased peer trust improves
organizational effectiveness.

Aranda et al.,
2010

The study focused upon knowing the importance of knowing co-workers in
Distributed Software Development (DSD) projects. The results show that
the knowledge gained helped increase the team spirit and trust among co-
workers.

Hodson, 2008

Placing importance on co-workers relationships at modern workplace, the
study test a model of co-worker relations quasi-independent teams. The
study was conducted on 204 employees. The results showcases three
aspects of co-worker relationship: peer supervision, conflict and
cohesiveness. It also established management behaviour and employee
involvement programs as most important determinants of co-worker
relations.

Chung and
Jackson, 2011

The study focused upon the role of co-worker relationship and knowledge
creation. Data was taken from 194 scientists working in 48 knowledge
intensive teams. A positive relationship was found between co-worker trust
and knowledge creation. The relationship was moderated by high task
interdependence. The study highlights the value of task contexts.

Dunstan and
MacEachen,

2013

The study focused upon importance of co-worker in work reintegration
(WR) processes. The study was based upon three focus groups of 13
employees from Canada. Co-worker relationship was found to significantly
influence the performance of returning worker. The relationship was also
dependent on work culture, relationship and duration of relationship.

2.2.4.2 Work related role clarity
Table 2.13: Studies on Work related role clarity

Reference

Findings

Nabavi and
Shahryari, 2012

Based on the sample of 200 employees, the study advocates the influence
of sound understanding of work expectations on work-family conflict of
employees. The social support and understanding among peers and family
members is encouraged.

Bennett et al.,
2001

The Study on 106 nurses, gave the result that work demand along with
managerial support do have the power to influence depression, anxiety and
work satisfaction.

Dollard and
Winefield, 1995

The study conducted on 419 correctional officers gave compelling results
of relationship between work demand and psychological distress through
role of social support. The study advocates keeping in check the trait
anxiety in employees.
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2.2.4.3 Appraisal related role clarity
Table 2.14: Studies on Appraisal related role clarity

Reference Findings

Kuvaas, 2006 The study conducted on 593 employees of Norwegian bank focused upon
importance of performance appraisal clarity. Clear performance appraisal
system led to turnover intention and affective commitment. Clear
performance appraisal system also led to work performance through
mediation and moderation by employees' intrinsic work motivation.
Limpanitgul, et | The study, based upon 335 cabin crew of a major career airline from US,
al., 2013 support the result that customer support and evaluation awareness have
positive impact on employees’ behaviour and attitude. The relation was
fully mediated by job satisfaction and organizational commitment.
Chenetal., 2014 | The study conducted on 115 employees from US, supported the result that
performance appraisal do have an indirect influence on individual
performance through autonomy.

2.2.5 Indian Studies on Role Clarity

Agrawal and Chahar (2007) conducted a study on 87 engineering and MBA students to test the
level of role clarity. The findings of the study revealed low level of role clarity in the students.
Students, irrespective of their degree enrolled, seniority level were suffering from low role
clarity. The study advocated to reduce the level of role overload, role ambiguity and role conflict

in students so as to improve their performance.

Tankha (2006) conducted study on role stress in nursing professionals. The study was conducted
on 120 employees of private and govt. hospitals. Presence of role stress was found in the sample.
The level of role stress was higher in male employees as compared to females. Also, private
hospital employees were found to have higher level of role stress as compared to govt. hospitals.
The study advocated to increase the level of role clarity and reduce the level of role stress to

increase efficacy and job satisfaction in employees.

Srivastava (2009) conducted a study on 200 managers from private sector companies to analyze
the moderating effect of locus of control on the relation between role stressors and managerial
effectiveness. As hypothesized, there was a negative effect of role stressors on managerial
effectiveness. The outcome of the study shows importance of clear role on managerial

effectiveness.
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2.3  ORGANIZATIONAL CITIZENSHIP BEHAVIOUR

2.3.1 Brief Background

Katz (1964) recognized the limitations of simply performing one’s assigned duties on
organizational performance in his statement “An organization which depends solely upon its
blue-prints of prescribed behaviour is a very fragile social system”; and gave five behaviours
which go beyond prescribed duties. These were protecting the organization from hazards, self-
training of better job skills, embracing a favorable attitude, sharing constructive ideas and
cooperatively helping other employees. These behaviours became the basis of the idea that more
than just individual tasks are required to increase organizational performance. Bateman and
Organ (1983) taken forward the idea of katz and Kahn (1978) and coined the term citizenship
behaviours. They further marked neither these behaviours as being a part of formal job
description and nor a formal reward system. Brief and Motowidlo (1986) also developed a similar
concept named prosocial organizational behaviour focused upon helping and voluntary
behaviour directed towards co-workers or organization. Prosocial behaviours were divided into
in-role and extra-role behaviours (Brief & Motowidlo, 1986; Podsakoff & MacKenzie, 1994).
In-role behaviour focused upon individual’s formal job. On the other hand, extra-role behaviour
catered to positive social behaviours which are not specifically required or assigned. With this
kind of work already done on the concept, Organ (1988) gave the famous definition of OCB as
“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”. This
was quite broad definition which covered all previous work regarding OCB. Organ (1997) tried
to clarify the OCB concept by saying that OCBs are non-task specific actions which may or may
not lead to reward, and if so, the rewards are most likely undefined at the time of OCB is shown.
Borman (2004) further added OCBs are behaviours “that are not directly related to the main task
activities but are important because they support the organizational, social, and psychological

context that serves as the critical catalyst for tasks to be accomplished”.

Organizations have started recognizing the OCBs, and also try to reward it. Based upon this
change is environment, many researchers (Korsgaard et al., 2010) have tried to rethink upon the
definition of OCB. Snell and Wong (2007) defined OCB as “Do more than is formally required
in their job and contribute voluntarily to overall effectiveness without immediate concern for
formal rewards or recognition”. Morrison (1994) beautifully described that those behaviours
which are considered as OCB for specific position holders, might be the part of in-role for

individual holding different position (generally higher position). Researchers (Borman et al.,
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1995; MacKenzie et al., 1991; Podsakoff & MacKenzie, 1994) have found a positive link

between OCB and positive performance appraisal.

Almost all the theories linked to OCB come from social psychology domain. Brehm et al. (2005)
defined social psychology as “the study of the interactions of how people think and feel in regard

to each other and their effects upon behaviour”.

2.3.2 Theories related to OCB

2.3.2.1 Social Exchange Theory

Social exchange theory is undeniably one of the most extensively used theoretical bases for
elucidation of OCB (Cropanzano et al., 2003; Konovsky & Pugh, 1994; Organ, 1990). The theory
explains the exchange that has taken place between two parties for mutual benefit. According to
this theory, reciprocity policies and norms acquire a central role in encouraging and governing
the exchange of benefits. The principle of reciprocity makes certain that the receiver of benefit
from another party should pay this back. The theory of reciprocity has been examined in a study
by Hui et al. (2000), establishing high OCB levels in bank employees in the furtherance of their

careers.

The influence of reciprocity works at two levels; firstly, as a moral norm, and secondly, as a
societal norm. Within these levels, the individual is motivated to provide services such as
providing assistance to others, as they “are motivated by the returns they (their actions) are
expected to bring... from others” (Blau, 1964). Therefore, social exchange theory drives an
individual to perform OCB even without a formal reward commitment from another party. Social
exchange derives its strength from the interaction of an individual with other individuals and

organizations (Van Knippenberg & Sleebos, 2006).

As per Aryee et al. (2002) social exchanges in organization can be categorized into two types:
perceived organizational support and leader-member exchange. Perceived organizational support
is based upon the employees’ perception of the amount the organization values their contributions
and cares about them as people. Leader-member exchange is based upon the quality of the
relationship between employee and manager. Organizational citizenship behaviours are

mechanisms by which employees can repay a high quality relationship with their employer.
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Social Exchange Theory

RewardsY™ Costs

Figure 2.2: Social Exchange Theory inspired from Blau (1964)

2.3.2.2 Expectancy Theory

Vroom’s Expectancy Theory (1964) also gives a motivational framework for performing OCB.
“Expectancy theory states that individuals will become energized to perform certain acts if they
(a) conceive of a potential reward as valent, (b) perceive a link between effort and performance,
and (c) foresee that attainment of a particular reward will be instrumental in the attainment of
broader goals” (Vroom, 1964). Haworth and Levy (2001) also mentioned about expectancy
theory that individual knew that action, result and reward are interlinked. Action lead to result
and result lead to desired reward or goal. This expectation leads individuals to perform actions
at workplace. Organ and Konovsky (1989) said “OCB has a deliberate, controlled character,
somewhat akin to conscious decision making rather than expressive emotional behaviour”. It
gave the scope of OCB being affected by contingencies in perceived environment like co-worker
relationship or rewards. The performance of OCB depends upon whether there is a prospect of
positive outcome which can be instrumental in reaching personal goals. Though rewards is not
warranted, but there is hope in the minds of employees that manager will fairly reward OCB
behaviour that they enact and sustain (Allen & Rush, 1998; Borman et al.,, 1995; Folger, 1993;
Werner, 1994).

Instrumentality

e Dutcome

Valence

Figure 2.3: Vroom’s Expectancy Theory (1964)
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2.3.2.3 Equity Theory & Equity Sensitivity Theory

As per Akan et al. (2009), Equity theory propagates that individual compare their situation with
their peers. If there is difference in elements the employee value like salary, recognition, status
etc.; they will experience cognitive dissonance. Cognitive dissonance is the result of non-
fulfillment of someone’s expectation in regard to balance or fairness. Employees resort to shifting
their output and efforts up or down to reduce the imbalance between comparative input and
output (Adams, 1963; Lawler & O’Gara, 1967). Equity theory helps us in understanding why
individuals do not show OCB constantly. Individuals portray OCB till the time they think that

they are having balance between their input and outcomes.

Equity theory was extended by equity sensitivity theory; which propagates that individuals differ
in their sensitivity towards inequitable situations. Benevolent individuals are comfortable in
giving more than they receive; while entitled people are comfortable in receiving more than they
give (Huseman et al., 1985; Miles et al., 1989). Both Benevolent and entitled individuals
experience higher job satisfaction as their perceived rewards exceed their efforts; while, equity
sensitive individuals get satisfied only when they are equitably rewarded (Houseman et al.,
1987). Akan et al. (2009) found that in a teamwork situation, the more a person tended toward

benevolence, the higher his peers rated his OCBs.

2.3.2.4 Attribution Theory

According to Brehm et al. (2005), humans tries to attribute motivations of other people’s
behaviour in order to have a prediction of the future behaviour of people. The OCB behaviour of
individuals can be attributed to benefit the organization or to create a good impression of him in
front of managers and co-workers (Allen & Rush, 1998). According to Harris and Schaubroeck
(1988), we tend to attribute good result of our own behaviours and bad results to others’
behaviour or may be environmental factors. Attribution theory helps in understanding the results
of OCB behaviours and the perceived motive behind it. Generally, peer and supervisor attribute
those OCB behaviours that are consistent, similar to others, directed to various individuals
(Eastman, 1994). If, OCB behaviour appear to be directed toward specific person like manager,
or is random, or is quite different from the norms, it will be attributed to impression management

and will not be acknowledged and awarded.

Social exchange theory, Expectancy theory, Equity theory and Attribution theory becomes the
bases of understanding the motives and outcomes of OCB. These theories explain various

correlates, antecedents and consequences of OCB behaviours.
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2.3.3 Antecedents and Consequences of OCB

Table 2.15: Antecedents and consequences of OCB

services agency in the
Southern United States;
Quantitative analysis

indirectly  through procedural
justice and trust.

Reference Research method Findings Level of Input
Yadav and | Empirical study; Role clarity and job satisfaction | Individual
Rangnekar, | The Study focused upon | influenced OCB  and  job | behaviour
2014 198 Indian employees; | satisfaction partially mediated
Quantitative analysis Role clarity-OCB relation.
Schappe, Empirical study; Although job satisfaction, | Individual
1998 130 employees of a mid- | perception of procedural justice | behaviour
Atlantic insurance | and organizational commitment
company; Quantitative | correlated with OCB; only
analysis organizational commitment
predicted it.
Moorman Empirical study; The study focused on the relation | Individual
and Blakely, | 155 employees of a | between Individualism- | behaviour
1995 south-eastern financial | collectivism individual
services  organization; | differences and OCB.
Quantitative analysis Collectivistic values or norms
were found to influence OCB
positively.
Elanain, Empirical study; The study, based upon testing the | Individual
2010 Data comprised of 164 | effect of openness to experience | behaviour;
employees from service | on human performance in non- | organizational
organizations across | western context; strong relation | characteristic
Dubai; Quantitative | was found between openness to
analysis experience and OCB. Also, work
locus of control and interactional
justice mediated the relation.
Konovsky Empirical study; In the study to find the importance | Individual
and Organ, | Sample of 402 | of  dispositional  factor in | behaviour
1996 professional and | contextual work Attitudes-OCB
administrative relation, only Conscientiousness
employees from United | affected OCB
States; Quantitative
analysis
Deluga, 1995 | Empirical study; The findings show subordinate | Leadership
Data comprised of 63 | attributions of supervisor | behaviours
supervisor-subordinate | charismatic leadership influence
dyads from the | OCB.
Engineering Division of
a manufacturing firm;
Quantitative analysis
Pillai et al., | Empirical study; In a comprehensive model of | Leadership
1999 The Study is based on | transactional leadership, | behaviours;
192 leaders and 155 | transformational leadership and | Individual
subordinate responses | OCB, Transactional leadership | behaviour
from manpower | was found to be related to OCB
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Reference Research method Findings Level of Input
Piccolo and | Empirical study; The study focuses on the relation | Leadership
Colquitt, Cross sectional data of | between transformational | behaviours;
2006 283 employees; | leadership, job characteristics and | Individual
Quantitative analysis OCB. The findings show the | behaviour
relationship between
transformational leadership and
OCB through core  job
characteristics, intrinsic
motivation, and goal commitment.
Asgari et al., | Empirical study; The focus was on organizational, | Organizational
2008 The sample of 162 |task and cultural context with | characteristic,
employees from five | OCB. Task -characteristics had | Individual
ministries of Malaysia; | direct relation with OCB, and also | behaviour
Quantitative analysis indirect relation through
mediation by POS and trust.
Power distance had also a direct
relation with OCB.
Chiu and | Empirical study; Job significance and job variety | Individual
Chen, 2005 | 270 employees from 24 | had a significant positive relation | behaviour
electronic companies; | with OCB and also job
Quantitative analysis satisfaction acted as a mediator.
Cohen et al., | Empirical study; As Hypothesized, the findings | Leadership
2012 223 Israeli employees | show the relationship between | behaviours;
from 31 medical units of | organization commitment and | Group
two healthcare | transformational leadership with | characteristics;
organizations; in-role behaviour and OCB, | Individual
Quantitative analysis moderated by group cohesion, | behaviour;
group size and group | organizational
characteristics. characteristic
Piercy et al., | Empirical study; Perceived organizational support | Organizational
2006 Data  includes 214 | influenced OCB and also fully | characteristic;
salesperson  from a | mediated the relationship between | Leadership
commercial  directory | sales manager control and OCB. | behaviours
publisher; Quantitative
analysis
Garg et al., | Empirical study; sample | Justice perception (distributive, | Individual
2013 of 200 managers from | procedural and interactional | behaviour
Indian  organizations; | justice) not only found related
Quantitative analysis with OCB, but also predicted it
Kizilos et al., | Empirical study; data of | high-involvement work processes | Organizational
2013 143 consumer-products | was found positively related to | characteristic;
organization OCB; OCB also worked as | Organizational
Units from US; | mediator of the relationship | outcome
Quantitative analysis between high-involvement work
processes and  organizational
performance
Sharma and | Conceptual model on | The model sees OCB as a strong | Individual
Bhatnagar, Knowledge workers of | predictor of innovative work | outcome;
2014 India behaviour; OCB also acts as
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Reference Research method Findings Level of Input
mediator between | Leadership
transformational leadership and | behaviours
innovative work behaviour

Narimani et | Empirical study; sample | The findings show a positive | Organizational

al., 2013 of 102 employees from | relationship between OCB and | outcome

a steel melting company | enterprise Resource Planning; the
of Iran; Quantitative | relationship was mediated by
analysis Total Quality management

Nielsen et | Qualitative analysis; | The findings demonstrate a | Group

al., 2009 meta-analysis of 38 | positive relation between OCB | outcome

studies and group level OCB

Hall et al., | Empirical study; survey | Accountability positively | Individual

2009 of 130 employees from | influenced OCB, which in turn | behaviour;

two organizations of | influenced job satisfaction and job | Individual
Us; Quantitative | performance through personal | outcome
analysis reputation

Park and | Empirical study; survey | Organizational justice predicted | Organizational

Yoon, 2009 | comprised of 280 | OCB; OCB mediated the relation | behaviour;

nursing staff of South | between organizational justice | Individual
Korea; Quantitative | and organizational effectiveness | outcome
analysis comprised of job satisfaction,
organizational commitment and
turnover intentions
Al-Zu’bi, Empirical study; 189 | The study established that OCB | Individual
2011 from Jordanian | positively influences Knowledge | outcome
pharmaceutical sharing behaviour in employees
industry;  Quantitative
analysis

Bienstock et | Empirical study; 525 | Service employees’ perception of | Individual

al., 2003 employees from 49 | fair treatment influences OCB | behaviour;

restaurants from US; | behaviour in them; OCB | Individual
Quantitative analysis behaviour leads to effective | outcome
service delivery

Barroso Empirical study; A total | OCB  influences  profitability | Organizational

Castro et al., | of 182 employees and | through perceived service quality, | outcome;

2004 3,263 customers; | which was moderated by customer | Individual

Quantitative analysis satisfaction and loyalty intentions | outcome

As can be seen in Table 2.15 above, same procedure of categorization of antecedent and

consequences on the bases of individual, organizational, leadership and group characteristics was

followed with OCB literature review also. On the careful examination of antecedents of OCB

from contemporary studies, individual characteristics like role clarity (Yadav & Rangnekar,

2014); job satisfaction (Chiu & Chen, 2005; Yadav & Rangnekar, 2014); organizational

commitment (Cohen et al., 2012; Schappe, 1998); collectivistic values (Moorman & Blakely,

1995);

openness to experience (Elanain,

2010);

52

locus of control (Elanain,

2010);




conscientiousness (Konovsky & Organ, 1996); trust (Asgari et al., 2008; Pillai et al., 1999); core
job characteristics, intrinsic motivation, and goal commitment (Piccolo & Colquitt, 2006);
perceived organizational support (Asgari et al., 2008; Piercy et al., 2006); Justice perception
(Gargetal., 2013); accountability (Hall et al., 2009) were found to be predicting OCB in different
studies. Organizational characteristics like Interactional justice (Elanain, 2010); procedural
justice (Pillai et al., 1999); task characteristics (Asgari et al., 2008; Chiu & Chen, 2005); high-
involvement work processes (Kizilos et al., 2013) also were studied as antecedents of OCB.
Leadership characteristics like supervisor charismatic leadership (Deluga, 1995); transactional
leadership (Piccolo & Colquitt, 2006; Pillai et al., 1999); transformational leadership (Cohen et
al., 2012; Choudhary et al., 2015; Sharma & Bhatnagar, 2014); sales manager control (Piercy et
al., 2006) also played major role in past studies as predictor of OCB. Cohen et al. (2012)

mentioned group characteristics like group cohesion and group size as antecedents of OCB.

In terms of consequences of OCB, individual outcomes like innovative work behaviour (Sharma
& Bhatnagar, 2014); job satisfaction (Hall et al., 2009); job performance (Hall et al., 2009);
personal reputation (Hall et al., 2009); turnover intention (Park & Yoon, 2009); organizational
commitment (Park & Yoon, 2009); perceived service quality (Barroso Castro et al., 2004);
customer satisfaction (Barroso Castro et al., 2004); loyalty intentions (Barroso Castro et al.,
2004); service delivery (Bienstock et al., 2003); fair treatment (Bienstock et al., 2003);
knowledge sharing behaviour (Al-Zu’bi, 2011) were studied. Organizational outcomes like
organizational performance (Kizilos et al., 2013); enterprise resource planning (Narimani et al.,
2013); total quality management (Narimani et al., 2013); organizational justice (Park & Yoon,
2009); organizational effectiveness (Park & Yoon, 2009); profitability (Barroso Castro et al.,
2004) were also covered. Nielsen et al. (2009) studied group level OCB as outcome of individual
OCB behaviour. Leadership outcomes have not attracted much of the attention of researchers in

OCB studies in recent decades.

2.3.4 Studies on dimensions of OCB

2.3.4.1 Altruism
Table 2.16: Studies on Altruism

Reference Findings

Guinot et al., | The study focused on learning about the antecedents of organizational
2015 learning, collected samples from Spanish employees. Results show

Altruism positively influences organizational learning directly and also

through mediation by relationship conflict.

Tonkin, 2013 The study tested superiority of authentic leadership over transformational

leadership in predicting altruistic OCB by collecting samples of 129

employees from software a company of US. Authentic leadership gave
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Reference

Findings

better results in protecting altruistic OCB through mediation by job
satisfaction.

Hatfield et al.,
2013

The study develops a model to explain pro-social behaviour. The ARC
(Altruism, Reciprocity and Cynicism) Model is introduced to understand
Maslow’s lower to higher order need hierarchy. Altruism to cynicism were
correlated with Maslow’s hierarchy of needs and also OCB.

Glomb et
2011

al.,

The study conducted on 68 employees in managerial positions from the US
for over 3 weeks, tested the effect of OCB behaviours on regulation of
mood. Altruistic behaviour shown full correlation with mood regulation.
Findings show that the employees high on extroversion show more positive
mood reactions when involved in altruism.

Vivekanand and
Pevekar, 2009

In a study on 170 MBA students from India to test the effect of aspirations
on OCB, effect of Intrinsic and extrinsic aspirations was tested on the
altruism and compliance dimensions of OCB. Intrinsic aspirations showed
positive association with altruistic behaviour. None of the aspirations were
found related to compliance. Findings show the value of altruism for
achievement.

2.3.4.2 Courtesy

Table 2.17: Studies on Courtesy

Reference

Findings

Zhang, 2014

The study examines the relationship of job involvement with OCB by
collecting a sample of 1110 employees from China. Job involvement
related positively with all the five dimensions of OCB. Gender and party
affiliation was found to moderate between job involvement and three OCB
dimensions (altruism, courtesy, and civil virtue).

Gupta and Singh,
2013

The study examined the relation between organizational justice and OCB
by collecting data of 181 Indian employees. Procedural justice,
interpersonal justice and informational justice and empowerment justice
were tested with OCB. While empowerment justice influenced all the 5
OCB dimensions, interpersonal justice was found to influence only
courtesy.

Lin, 2008

The study, based on a sample of 314 employees from Taiwan, examined
the relationship between OCB and knowledge sharing with gender as a
moderator of the relationship. The findings show that while the effect of
altruism on knowledge sharing is stronger in women than men, results on
effect of courtesy and sportsmanship on knowledge sharing show opposite
result of strong relationship in men than women.

M.P and
Meenakshi, 2010

The study examined the effect of virtualness on OCB through moderating
effect of task interdependence. The sample of 192 software professionals
was taken for study. Virtualness negatively influenced overall OCB.
Virtualness had a negative influence on extra-role performances directed
towards team (civic virtue and generalized compliance) but it had no
impact OCB directed towards individuals (altruism and courtesy).

Kidwell
1997

et al.,

The study analyzed the relationship of OCB with Individual-level
measures (job satisfaction and organizational commitment) and group-
level measure (work-group cohesiveness). The findings show that
employees exhibit more courtesy in cohesive work groups, as a result of
job satisfaction and organizational commitment.
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2.3.4.3 Conscientiousness
Table 2.18: Studies on Conscientiousness

Reference

Findings

Bourdage et al.,
2012

Data collected on 262 employees from Korea, examined how personality
related to OCB and how these OCB behaviours impacts co-worker rating
of OCB. OCB was divided into Impression management OCB, pro social
OCB and Organizational concern motivated OCB. Honesty-Humility
personality trait predicted Impression management-motivated OCB.
Dimension of OCB correlated with all personality traits and also influenced
co-worker rating of OCB.

Jiao et al., 2013

The study focused on analyzing the role breath of OCB dimensions. A
meta-analysis was conducted on a sample of 9222 employees to understand
the breath. One of the important findings of the study was that affiliative
OCB (helping, conscientiousness, and courtesy) are considered the part of
the job as compared to change-oriented OCB (voice, taking charge, and
initiative).

Kumar and Lee,
2014

The study tested regulatory focus theory by analyzing the choice of
workplace deviance or conscientiousness-OCB by individual. Sample of
108 students was collected from Malaysia. The findings show that
individual who are prevention primed, chose to show conscientiousness-
OCB. Against the hypothesis, the relationship was not moderated by
gender.

Siddigi, 2013

The data collected from 190 employees and 567 customers of 4 Indian
banks show job resources (servant leadership, rewards, supportive
technology, and supervisory support) directly influence customer
satisfaction. Also job resources indirectly influence customer satisfaction
by mediation of OCB (sportsmanship, civic virtue, conscientiousness and
altruism).

2.3.4.4 Sportsmanship
Table 2.19: Studies on Sportsmanship
Reference Findings
Yan and Yan, | In the study on 206 small businesses of South Korea, relationship between
2013 leadership style, OCB and innovation were analyzed. Although
sportsmanship failed to influence innovation, it, along with helping
behaviour and civic virtue was positively predicted by relation-oriented
leadership style.
Dagenais- The study tested the effect of employee commitment on OCB on the
Cooper and | sample of 180 employees from 10 hotels in Canada. Organizational

Paillé, 2012

commitment was found to be related to helping, civic virtue and
sportsmanship, commitment towards colleagues was only related to
helping while commitment to the supervisor was found only related to
sportsmanship.

Nielsen et
2012

al.,

157 employees from six organizations of US were surveyed to understand
the relation between OCB, task interdependence and group performance.
Task interdependence acted as moderator of the relationship between 3
dimensions of OCB (sportsmanship, helping and civic virtue) and group
performance.

Paillé, 2013

The study, based on two separate samples of 651 and 226 employees, tested
the relation between perceived job alternatives and OCB. Perceived job
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Reference

Findings

alternatives better accounted for OCBO (sportsmanship and civic virtue)
as compared for OCBI (helping and altruism).

Coyne and Ong,
2007

In a cross-cultural study of 162 employees from Malaysia, Germany and
England, the relationship between OCB and turnover intentions was
analyzed. Malaysia scored highest in OCB compared to other countries. A
negative relationship was found between OCB and turnover intentions.
Sportsmanship emerged as strongest predictor of turnover intentions from
all the five OCB dimensions.

2.3.4.5 Civic Virtue

Table 2.20: Studies on Civic Virtue

Reference

Findings

Jimmieson et al.,
2010

The study focused on understanding impact of teacher’s OCB on student
quality of school life (SQSL) through the mediating effect of job efficacy.
The sample of 170 Teacher and 3057 students was taken. OCB had positive
relation with SQSL. Civic virtue influenced SQSL through an indirect
effect of job efficacy.

Graham nad Van

The study established civic virtue as desirable behaviour by collecting a
data of 245 employees and analyzing its antecedents. Civic virtue was
analyzed with two dimensions, i.e. gathering information and exercising
influence. Prior performance, job level, organizational commitment, self-
esteem, justice belief and experienced significance were reviewed as
antecedents of the 2 dimensions and different but mixed results were found.

The study analyzed the relation of future oriented focus with OCB through
the mediation of promotion and prevention focus. The study is based on a
sample of 845 employees from Germany. The findings were in favor of the
Hypothesis drawn with future focus positively predicting civic virtue along
with altruism and courtesy through a mediated path through either
promotion or prevention focus at work.

Dyne, 2006
Strobel et al.,
2013

Robinson and

Morrison, 1995

The longitudinal study 126 MBA alumni, focused upon effect of violation
of employee’s psychological contract on civic virtue behaviour. As
Hypothesized, violation of employee’s psychological contract had a
negative effect on civic virtue, through mediation by the trust. The findings
gave an important lesson to management on how to promote civic virtue in
employees.

Paille and | The study empirically tested the relation between OCB and employee’s
Grima, 2011 intention to leave the organization and current job. The survey was
conducted on 355 employees from France. Civic virtue along with
sportsmanship and helping behaviour had strong negative relation with
both intention to leave the organization and current job.
2.3.5 Indian Studies on Organizational Citizenship behaviour (OCB)

Garg and Rastogi (2006) conducted a study on 100 school teachers both from public as well as

private schools, to evaluate the level of climate profile and OCB in teachers. Significant

difference was found on both the fronts of climate profile as well as OCB between private and

public schools. The study suggested to design appropriate strategy to make teachers more create,
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flexible and innovative. It also advocated open communication and feedback system for

encouraging OCB behaviours in teachers.

Moideenkutty et al. (2005) tested famous notion of performance evaluation by managers being
affected by OCB on Indian unionized setup. The data was collected from 104 Indian
pharmaceutical sales representatives. As hypothesized, OCB contributed 32 percent variance in
total of 41 percent variance explained in subjective performance by objective productivity and

OCB together.

Sharma et al. (2010) collected data of 200 employees to analyze the level of job satisfaction and
OCB behaviour in India organizations. The results show higher level of OCB in public
organization employees as compared to private organizations employees. Also, job satisfaction
found to be positive related to OCB. The study suggested to increase the level of OCB in private

organization to achieve high job satisfaction.

Bhatnagar and Sandhu (2005) conducted the study on 111 IT managers to learn the link between
psychological empowerment and OCB. Psychological empowerment was found to be positively
related as well as predicted OCB. The relation was extended to influence intention to stay in

employees. Demographic variables also had significant influence on the relationship.

24 QUALITY OF WORK LIFE AND ORGANIZATIONAL CITIZENSHIP
BEHAVIOUR

Little known study has been done to understand the direct influence of QWL on OCB. Nair
(2013) conducted one such study to measure the influence of QWL on OCB behaviour in College
Teachers of Kerala. The relationship was hypothesized using intermediate variable like
organizational commitment. Although the sample size was small 1.e. 30 Teachers, but the results
promoted promotion of QWL to enhance OCB behaviour in employees. A similar study was
conducted by Ma et al. (2011) on hotel employees. QWL was found to lead to positive effect on
organizational commitment and OCB. The study proposed that satisfaction from QWL condition
spillover to other employee behaviours, here referring to organizational commitment and OCB.
Recently Brahma and Acharya (2014) took a study on Hospital staff of Odisha on same theme.
Similar result were found in the study i.e. there exist a positive association between QWL and
OCB in Indian organizations. Papi and Nuralizadeh (2014) conducted a study on 223 primary
school teachers of Iran. Results stated that QWL, along with its dimensions has positive relation

with OCB. These studies show that there exist a positive relation between QWL and OCB. The
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study will try to add more meaning to existing literature by testing the link in Indian

organizations.

2.4.1 Supervisor/manager support and OCB

Past studies have demonstrated that generally high supervisory support can foster displays of
OCB by employees (Podsakoff et al. 2000). This positive behaviour by employees plays a crucial
role in upholding the social system within the organization (Organ, 1997). Some previous studies
have established that employees who get higher levels of support from managers/supervisors are
more likely to display more OCB (Podsakoft et al., 1996b). Podsakoff et al. (1996a) and LePine
et al. (2002) established a positive correlation between OCB and supervisory support, showing
that supervisory support is normally helpful in fostering employees’ OCB behaviour. Although
these past researches have confirmed the possible positive relationship that may exist between
supervisory support and employees’ OCB, we still don’t know the workings entrenched within
the system. Moreover, we are yet to accurately identify the process in which supervisory support
leads directly to employees’ OCB. Work by various authors has examined this in depth. For
example, in a study of bank employees and their supervisors, Smith et al. (1983) discovered that
supervisory support helps to develop job satisfaction, which in turn would improve the helping
attitude of employees. Also, a study on real-estate sales personnel conducted by Netemeyer et al.
(1997) specified that employees with high levels of supervisory support are more likely to have

high person—organization fit.

2.4.2 Freedom from work related stress and OCB

Stress comes in different forms at workplace like work overload, work-family conflict, family-
work conflict, emotional exhaustion etc. Job stress has been studied with respect to its effect on
work output and OCB by various researchers. Bragger et al. (2005) found negative relationship
between work-family conflict and OCB. In same year, Bolino and Turnley (2005) studied
relationship of OCB and individual initiatives with job overload, job stress and work-family
conflict, and found negative relationship; also, the relationship was stronger in females compared
to male. Emotional exhaustion, which is a type of strain that results from workplace stressors;
has been studied with respect to OCBO (OCB related to organization) by Cropanzano et al.
(2003) and results show significant relationship between the two. Ambreen (2011) conducted a
study on employees of higher education Institution of Pakistan and found that occupational stress
negatively influences OCB. Jain and Cooper (2012) conducted a study on employees of a BPO

from northern India, found a negative relationship between job stress and OCB behaviour in
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employees. Following literature signals that if employees are free from work related stress, it will

add to OCB performance by them.

2.4.3 Salary & additional benefits and OCB

OCB has been linked to salary and other kinds of benefits in past studies both as antecedent and
consequence. Paré & Tremblay (2007) while understanding role of human resource practices on
OCB, found that organizational rewards like compensation and benefits create perceived equity
in minds of employees leading to OCB. Similar results were found by Babaei et al. (2011).
Rewards practices like salary, incentives, occasional bonus were found to have direct influence
on OCB (Babaei et al., 2011). Studies like Bret Becton et al. (2008); Hui et al. (2000); Podsakoff
et al. (1993); Van Scotter et al. (2000) have also established relation between salary and allied
benefits with OCB.

2.4.4 Relationship with work colleagues and OCB

Studies have connected either positive or negative behaviours originating from co-workers to
individual work outcomes other than health (Duffy, Ganster & Pagon, 2002; Sherony & Green,
2002). Based on a study conducted by Shann (1998), it was reported that teachers in high
achieving school reported more satisfaction with teacher-teacher relationship than those from the
lower achieving schools. A study conducted by Popkewitz and Myrdal (1991) also showed that
teacher collaboration leads to increased feelings of teacher effectiveness and satisfaction. Ladd
and Henry (2000) conducted a survey among blue-collar and white-collar workers in the United
State and the results revealed that co-workers support is significantly related to OCB targeted at
individuals. George (1990) and George and James (1993) pointed out that co-workers’ behaviour

is found to influence positive affectivity.

2.4.5 Involvement and responsibility at work and OCB

Many researchers have studied together the phenomena of job involvement and OCB together.
Wood (1974) indicated that job involvement creates intrinsic satisfaction in employees, which
further helps in creating job outcomes that serves as intrinsic reward to employees i.e. helping
behaviour. Ueda (2012) investigated the effect of various job involvement aspects on OCB based
on the data of 131 professors and clerical staff of a Japanese private university. Affective and
behavioural involvement was found to have a significant positive relation with some OCB
dimensions while cognitive involvement affected OCB negatively. Chen and Chiu (2009), based
upon a study of 323 employees from Taiwan, stated that through mediating role of job
involvement, three job characteristics i.e. task identity, task significance and autonomy positively

influenced OCB. Diefendorff et al. (2002) found job involvement to be significantly predicting
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OCB with gender as moderator of the relationship. Job involvement was found in correlation
with both OCB and in-role performance and also job involvement exerted a strong impact on
OCB as compared to in-role performance when mediated with commitment (Chughtai, 2008).
Chiu and Tsai (2006), while conducting the study on 296 Restaurant employees of Taiwan; found
significant relation between job involvement and OCB. Even Zhang (2014) found job
involvement relates positively with all the dimensions of OCB. Gender and party affiliation were

established as moderator of the relationship.

2.4.6 Communication, decision making and job security and OCB

Satisfaction from managerial communication i.e. flow of information downwards for providing
orders, decisions by management has been studied to create job satisfaction in employees
(Carriere & Bourque, 2009; Nakra, 2006). The concept was extended to predict OCB by using
social exchange theory by various studies (Kandlousi et al., 2010; Nezakati et al., 2010). Farooqui
(2012) considered clear communication as important part of organizational climate, which leads

to OCB.

2.4.7 Job satisfaction and OCB

Bateman and Organ (1983) were pioneers in carrying out research related to the relationship
between job satisfaction and OCB. The research of Bateman and Organ (1983) was followed by
many more studies, which have also validated and projected the relationship between job
satisfaction and OCB (LePine et al., 2002; Motowidlo, et al., 1986; Organ & Konovsky, 1989;
Organ & Ryan, 1995; Podsakoff et al., 2000). Organ and Konovsky (1989) commented that job
satisfaction is the strongest variable that has influence on OCB. It has been found that job
satisfaction has a significant positive relationship in all five dimensions of OCB previously stated
(Konovsky & Organ, 1996). Williams and Anderson (1991), while investigating the role of job
satisfaction as a predictor of OCB, established that the cognitive component of job satisfaction
could accurately predict OCB, while the affective component could not. Foote and Li (2008)
found a significant relationship between job satisfaction and OCB, with the relationship being
moderated by team commitment. In contrast with these studies, Farh et al. (1990) found no

relationship between OCB’s two dimensions, namely altruism and courtesy.

2.5 ROLE CLARITY AND ORGANIZATIONAL CITIZENSHIP BEHAVIOUR

Organ (1997) while cleaning the construct of OCB, focused on discretionary actions of the
employee which is not enforceable or required by the Job description or the role. He also focused
on the concept of “role” and “job”. While differentiating the two, job was considered as the

description of duties given by the employer at the time of employment, which is generally tightly
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stated and defined while role comes with vast discretionary power with it. Fortune magazine’s
cover story titled “The end of the Job” stressed that job no longer is the best way of doing work
amidst changing environment, downsizing, team based organization. Smith et al. (1983) stated
that OCB are things that your supervisor would like you to do, though he cannot make you do it
and cannot guarantee any reward. Therefore, by this, even those behaviours come under clarity
regarding superior. In a study conducted by Morrison (1994), 18 out of 20 items were identified
by most of the respondents as “in- role”. He also added that OCB varies from one employee to
next one and between supervisor and employee. Role clarity’s negative dimensions, i.e. role
conflict and role ambiguity were found significantly negatively related to OCB by a later study
done by Podsakoff et al. (2000). Kwon (2002) also found similar results with Role ambiguity and

Altruism.

2.5.1 Co-worker related role clarity and OCB

Settoon and Mossholder (2002) worked on the link between co-worker understanding and OCB.
The result showed a positive relationship between them. Later on Tan and Lim (2009) stated that
co-worker trust leads to trust in the organization, which has been proved as a predictor of OCB
(Aryee et al., 2002). Dar (2010) also made a compelling argument by proposing a model of co-
worker understanding and trust leads to various employee behaviours including OCB. To
understand and earn trust of co-worker, individual must understand co-workers’ expectations

both work and non-work.

2.5.2 Work related role clarity and OCB

Clarity and satisfaction from work domain is important part of employees’ life. Work domain
interfere and influences both work and non-work outcomes (Rothbard, 2001). Ilies et al. (2007)
supported this theory by studying work satisfaction with various work outcomes. Binnewies et
al. (2009) established that understanding of work creates positive work reflection, which in turn
positively predict pro-active behaviours like personal initiative, creativity and also OCB in

employees.

2.5.3 Appraisal related role clarity and OCB

While generally OCB studies focused upon dispositional variables (Motowildo et al., 1997,
Organ & Ryan, 1995); there were some studies focussed upon motivational basis (Bolino, 1999;
Folger, 1993; Penner et al., 1997). These studies propagated that OCB is not a response but a
pro-active approach to achieve certain motives or needs (Penner et al., 1997). One of the motive
is impression management (Bolino, 1999, Bret Becton et al., 2008), which is extrinsically

motivated. There are large number of studies stating reward and recognition promotes OCB
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behaviour (Babaei et al., 2011; Hui et al., 2000). Also, studies like MacKenzie et al. (1993);
Podsakoff et al. (2000) mentioned that supervisor consider employees’ OCB while making
performance appraisal. Therefore, we are of the view that clarity regarding performance appraisal

standards may influence OCB behaviour.

2.6 DEMOGRAPHIC VARIABLES AND VARIATIONS IN CONTINUOUS
VARIABLES

2.6.1 Variations due to Gender

Extensive research has been done in the last few decades on gender differences in employees
regarding attitude, behaviour and outcomes. A strong consensus has surfaced in favor of the
existence of gender difference related to various job-related employee perceptions (Moncrief et
al., 2000; Piercy et al., 2001; Srivastava, 2000). Not only the conduct of employee, but also the
expectations of how members of each gender should behave and interpretation of it is also
influenced by gender (Cooper & Lewis, 1995, Kumar et al., 2015). Considered as a personal trait,
gender may affect an employee’s perception of the organization, place of work, attitude towards
others and even work itself (Mathieu & Zajac, 1990). Mason (1995) and Shrivastava (2000)
stated that gender differences do exist in preferences of job attributes. Gilbert (1992) observed
that because of societal and cultural expectations and also parental responsibilities, females are
more engrossed in family matters even at the expense of job whereas men tend to place job first

leading to role differences.

2.6.2 Variations due to Position

The belief that social status do influence the perception of employees has been here from decades
(Blauner, 1964; Hegtvedt & Markovsky, 1995). Social identity theory has been used by many
studies to define this phenomenon. “People define their identities at least partly based on their
status within the groups and organizations to which they belong” (Tajfel & Turner, 1986). Studies
like Begley et al. (2006); Freedman (1998); Huy (2001); Kaiser and Craig (2011); Mumford, et
al. (2007) are the recent studies which promoted position or organizational level as moderator of

various employee behaviour.

2.6.3 Variations due to Type of organization

The variation in terms of management philosophy, organizational characteristic and setup,
resource availability, power structure and politics in private and public organizations has been
focus of many studies in past (Perry & Rainey, 1988; Rainey et al., 1976; Wettenhall, 2003). The

difference has been considered as leading to variation in individual behaviours as well (Maidani,
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1991; Markovits et al., 2007). It may be assumed that these variations between private and public

ownerships are likely to cause variation in employee’s perception of QWL, RC and OCB as well.

2.7 SUMMARY OF THE CHAPTER

The chapter covered comprehensive literature review on the focussed variables in the study i.e.
QWL, role clarity and OCB. All accessible and relevant literature on dimensions of the three
variables in focus (Supervisor/manager support, job satisfaction, freedom from work related
stress, salary & additional benefits, relationship with work colleagues, involvement &
responsibility at work, communication, decision making & job security, co-worker related role
clarity, work related role clarity, appraisal related role clarity, altruism, courtesy,
conscientiousness, sportsmanship and civic virtue) has been reviewed. The literature review
show the importance of QWL, role clarity and OCB in predicting employees’ attitude and
behaviour as well as essential outcomes. Past studies focusing upon the two independent
variables and their dimensions in the relationship with dependent variable i.e. OCB have been
covered also. However, there was a dearth of research on the relationships, especially in Indian
context, which encouraged us to undertake research on them. Also, the present study also seeks
to examine the variations, if any, occurred in the continuous variables due to demographic
diversity (gender, Position and type of organization). Considering all these facts, the present

study is a novel effort to fill the empirical and theoretical gaps of the field.
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Chapter 3

RESEARCH METHODOLOGY

3.1 INTRODUCTION

Last chapter focused on creating the premises for how OCB is satisfying the multiple role
behaviour and how it is expected as consequence of QWL and role clarity dimensions. The
literature review helped us in identifying the dimensions of the variables in study as well. OCB
(altruism, courtesy, conscientiousness, sportsmanship and civic virtue) is studied as outcomes of
QWL dimensions (salary & additional benefits, job satisfaction, relationship with work
colleagues, involvement & responsibility at work and communication, decision making & job
security) and role clarity (co-worker related role clarity, work related role clarity and appraisal
related role clarity). The intensive literature review and past studies signals the need to test the
premise empirically. The present chapter outlines design of the research, participants in the study,
instruments used in the data collection, procedure used to collect the data, technique and

methodology used to analyze the data for the purpose of this study.

3.2  OBJECTIVES OF THE STUDY

The purpose of the study was to measure the level of OCB along with QWL and role clarity in
the employees in Indian organizations and also the role of QWL and role clarity in predicting
OCB. In addition, the study reviews difference in QWL, role clarity and OCB levels for various
demographic traits like gender, position and type of organization. The objectives of the study

are:-

1. Tocomprehend the level of QWL in the Indian organizations with respect to demographic
traits i.e. gender, position and type of organization.

2. To comprehend the level of role clarity in the Indian organizationwith respect to
demographic traits i.e. gender, position and type of organization.

3. To comprehend the level of OCB in the Indian organizations with respect to demographic

traits i.e. gender, position and type of organization.

To comprehend the relationship between QWL and OCB.

To comprehend the relationship between role clarity and OCB.

To comprehend the mediating role of role clarity in QWL and OCB relationship.

To comprehend the mediating role of QWL in role clarity and OCB relationship.

® 2k

To comprehend the moderating function of demographic variables (gender, position and

type of organization) on QWL and OCB relationship.
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9. To comprehend the moderating function of demographic variables (gender, position and

type of organization) on role clarity and OCB relationship.

3.2.1 Analysis of objective 1

Table 3.1: Hypotheses on Objective 1

of gender in QWL

support, job satisfaction, freedom from work
related stress, salary & additional benefits,
relationship with work colleagues,
involvement & responsibility at work,
communication, decision making & job
security) varies with male and female
employees

Rationale Hypothesis drawn Tests
conducted
To comprehend the role | Hypothesis la: QWL (supervisor/manager | Independent

sample t-test

To comprehend the role
of position in QWL

Hypothesis 1b: QWL (supervisor/manager
support, job satisfaction, freedom from work
related stress, salary & additional benefits,
relationship with work colleagues,
involvement & responsibility at work,
communication, decision making & job
security) varies with position held by
employee (lower, middle & senior) in the
organization

One
Analysis
variance
(ANOVA)

way
of

To comprehend the role
of type of organization on
QWL

Hypothesis 1lc: QWL (Supervisor/manager
support, job satisfaction, freedom from work
related stress, salary & additional benefits,
relationship with work  colleagues,
involvement & responsibility at work,
communication, decision making & job
security) varies in public and private
organizations.

Independent
sample t-test

3.2.2 Analysis of objective 2

Table 3.2: Hypotheses on Objective 2

gender in RC

clarity, work related role clarity, appraisal
related role clarity) varies with male and
female employees

Rationale Hypothesis drawn Tests
conducted
To comprehend the role of | Hypothesis 2a: RC (co-worker related role | Independent

sample t-test

To comprehend the role of
position in RC

Hypothesis 2b: RC (co-worker related role
clarity, work related role clarity, appraisal
related role clarity) varies with position held

One way
Analysis  of
variance
(ANOVA)
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by employee (lower, middle & senior) in the
organization

To comprehend the role of
type of organization on
RC

Hypothesis 2c: RC (co-worker related role
clarity, work related role clarity, appraisal
related role clarity) varies in public and private
organizations.

Independent
sample t-test

3.2.3 Analysis of objective 3

Table 3.3: Hypotheses on Objective 3

Rationale Hypothesis drawn Tests
conducted
To comprehend the role of | Hypothesis 3a: OCB (altruism, courtesy, | Independent

gender in OCB conscientiousness, sportsmanship and civic | sample t-test
virtue) varies with male and female employees

To comprehend the role of | Hypothesis 3b: OCB (altruism, courtesy, | One way

position in OCB conscientiousness, sportsmanship and civic | Analysis  of
virtue) varies with position held by employee | variance
(lower, middle & senior) in the organization | (ANOVA)

To comprehend the role of | Hypothesis 3c: OCB (altruism, courtesy, | Independent

type of organization on
OCB

conscientiousness, sportsmanship and civic
virtue) varies in public and private
organizations.

sample t-test

3.2.4 Analysis of objective 4

Table 3.4: Hypotheses on Objective 4

Rationale Hypothesis drawn Tests
conducted
To comprehend the role of | Hypothesis 4a: supervisor/manager support | Multiple
supervisor/manager will be positively related to OCB Hierarchical
support on OCB Regression
To comprehend the role of | Hypothesis 4b: Freedom from work related | Analysis

freedom from work related
stress on OCB

stress will be positively related to OCB

To comprehend the role of
salary & additional
benefits on OCB

Hypothesis 4c: Salary & additional benefits
will be positively related to OCB

To comprehend the role of
relationship with  work
colleagues on OCB

Hypothesis 4d: Relationship with work
colleagues will be positively related to OCB

To comprehend the role of
involvement &
responsibility at work on
OCB

Hypothesis 4e: Involvement & responsibility
at work will be positively related to OCB
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To comprehend the role of
communication, decision-
making & job security on
OCB

Hypothesis 4f: Communication, decision-
making & job security will be positively
related to OCB

To comprehend the role of
job satisfaction on OCB

Hypothesis 4g: Job satisfaction will be
positively related to OCB

3.2.5 Analysis of objective 5

Table 3.5: Hypotheses on Objective 5

Rationale Hypothesis drawn Tests
conducted
To  comprehend the | Hypothesis 5a: Co-worker related role clarity | Multiple
function of co-worker | will be positively related to OCB Hierarchical
related role clarity on Regression
OCB Analysis
To  comprehend the | Hypothesis 5b: Work related role clarity will
function of work related | be positively related to OCB
role clarity on OCB
To  comprehend  the | Hypothesis Sc: Appraisal related role clarity
function of appraisal | will be positively related to OCB
related role clarity on
OCB
3.2.6 Analysis of objective 6
Table 3.6: Hypothesis on Objective 6
Rationale Hypothesis drawn Tests
conducted
To  comprehend the | Hypothesis 6: Role clarity will mediate the | Multiple
mediating role of role | relationship QWL and OCB relationship Hierarchical
clarity on QWL-OCB Regression
relationship Analysis
3.2.7 Analysis of objective 7
Table 3.7: Hypothesis on Objective 7
Rationale Hypothesis drawn Tests
conducted
To  comprehend  the | Hypothesis 7: QWL will mediate the | Multiple
mediating role of QWL on | relationship role clarity and OCB relationship | Hierarchical
role clarity-OCB Regression
relationship Analysis
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3.2.8 Analysis of objective 8

Table 3.8: Hypotheses on Objective 8

Rationale Hypothesis drawn Tests
conducted

To  comprehend the | Hypothesis 8a: The relationship between | Multiple
moderating role of gender | QWL and OCB is moderated by gender Regression
on QWL and OCB Analysis
relationship
To  comprehend  the | Hypothesis 8b: The relationship between
moderating role of | QWL and OCB is moderated by position held
position on QWL and
OCB relationship
To  comprehend the | Hypothesis 8c: The relationship between
moderating role of type of | QWL and OCB is moderated by type of
organization on QWL and | organization
OCB relationship

3.2.9 Analysis of objective 9

Table 3.9: Hypotheses on Objective 9
Rationale Hypothesis drawn Tests

conducted

To  comprehend  the | Hypothesis 9a: The relationship between role | Multiple
moderating role of gender | clarity and OCB is moderated by gender Regression
on role clarity and OCB Analysis

relationship

To  comprehend  the
moderating role of
position on role clarity and
OCB relationship

Hypothesis 9b: The relationship between role
clarity and OCB is moderated by position held

To  comprehend  the
moderating role of type of
organization on RC and
OCB relationship

Hypothesis 9c: The relationship between role
clarity and OCB is moderated by type of
organization

3.3

The population of the study was employees of large Indian organizations, having size worth more
than INR 100 crore. The study involved male and female employees from junior, middle and
senior positions from private and public organizations mainly from western, northern and central
parts of India. In total, 480 questionnaires were administered personally; 410 were returned filled.
35 questionnaires were found to be incomplete and therefore dropped, leaving 375 suitable filled

questionnaires for further analysis, giving a total of 78.12 percent acceptance rate. The

POPULATION AND SAMPLE OF THE STUDY

demographic profile of the sample is given in the Table 3.10.
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Table 3.10: Demographic properties of sample

Characteristics Total ( N=375) Male (N=275) | Female (n=100)
(73.33%) (26.67%)
Age
21-25 35 (9.33%) 12(3.2%) 23(6.13%)
26-30 45(12%) 26(6.9%) 24(6.40%)
31-35 61(16.26%) 49(13.06%) 17(4.5%)
36-40 39(10.4%) 31(8.26%) 13(3.4%)
40-45 51(13.6%) 18(4.8%) 13(3.4%)
Above 45 144(38.4%) 139(37.06%) 10(2.6%)
Organization
Public 249(66.4%) 195(52.8%) 54(14.4%)
Private 126(33.6%) 80(21.3%) 46(12.3%)
Position
Junior level 102(27.2%) 61(16.26%) 41(10.9%)
Middle level 200(53.33%) 170(45.33%) 36(9.6%)
Senior level 73(19.46%) 45(12%) 23(6.2%)
Tenure
0-5 60(16%) 33(8.8%) 32(8.5%)
6-10 63(16.8%) 42(11.2%) 26(6.9%)
11-15 80(21.33%) 57(15.2%) 18(4.8%)
16-20 90(24%) 71(18.9%) 14(3.75%)
Above 20 82(21.86%) 72(19.2%) 10(2.7%)

Note: Primary data

The mean tenure of the respondents was 11 years and the average age was 42.5 years. The sample
was male dominated with 73.33 percent of sample represented by male and only 26.67 percent
represented by females. Majority of the respondents held middle level positions in the
organization (53.33 percent), followed by junior position (27.2 percent) and then senior position
(19.46 percent). Majority of our participants were from public organizations (66.4 percent) and

rest from private organizations (33.6 percent).

3.4 INSTRUMENTS USED FOR DATA COLLECTION

A self-administered questionnaire was used for collection of data from respondents. The
questionnaire comprised of demographic information and ninety three items representing three
scales of QWL, RC and OCB. The responses for the variables under study were taken on 5-point
Likert scale (Dangayach & Deshmukh, 2006).

3.4.1 Demographic information
The demographic information sections comprised of age, gender, position, type of organization
and tenure. The responses were taken on categorical scales. Measurement of gender was done on

a 2-point scale with female represented by 1 and male by 2. Scale with options varying from 1
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(21-25 years) to 6 (above 45) was used to measure age. Tenure was also measured with a range
from 1 (0-5 years) to 5 (Above 20 years). Type of organization was measured using a 2-point
scale with private organization represented by 1 and public organization represented by 2.
Position was measured on 3-point scale with 1 representing junior level position, 2 representing

middle level position and 3 representing senior level position.

3.4.2 Quality of Work Life (QWL) scale

Quality of Work life scale by McDonald (2001) with 53 items was taken to measure the level of
QWL in the study. The responses were taken on a 5-point Likert scale with responses varying
from 1 for ‘strongly disagree’ to 5 for ‘strongly agree’. The sample items are: “The feedback I
receive on my work from my manager/ supervisor is constructive”; “Relationships with work
colleagues are frequently a source of stress” and “I would like more opportunities to contribute
to decisions at work”. QWL scale covers 7 dimensions:Support from supervisor/manager — 10
items (4, 13, 18, 20, 24, 25, 28, 39, 47, 49);Freedom from work-related stress — 8 items (12, 17,
23, 32, 36, 40, 44, 53);Salary and additional benefits — 5 items (3, 22, 35, 41, 52);Relationship
with work colleagues — 5 items (6, 10, 14, 30, 46); Involvement and responsibility at work — 3
items (5, 11, 27); Communication, decision making and job security — 10 items (1, 7, 9, 15, 19,
21,31, 34,37, 48); and Job satisfaction — 12 items (2, 8, 16, 26, 29, 33, 38, 42, 43, 45, 50, 51).Out
of 53 items, 27 items were reverse scored (3, 5, 6, 8, 11, 12, 13, 15, 16, 21, 23, 24, 25, 27, 28,
31, 32, 33, 36, 40, 42, 43, 45, 46, 48, 51, and 53).

3.4.3 Role Clarity (RC) Scale

Role Ambiguity: Role Clarity Questionnaire by Pareek (2002) with 15 items was used to measure
the level of role clarity in executives. It is a 5-point Likert scale with responses varying from 1
for ‘very little clarity’ to 5 for ‘quite clear’. The sample items include “clarity regarding what
your colleagues/peers expect from your role”; “clarity regarding rules, regulations and
procedures relevant for your role” and “clarity regarding appraisal system to assess how well you

perform in your role”.

3.4.4 Organizational Citizenship Behaviour (OCB) Scale

OCB was measured on Scale adopted from Podsakoff et al. (1990), Scale consisted of 24 items
representing 5 types citizenship behaviour i.e. Altruism-5 items (1, 10, 13, 15, 23); Courtesy-5
items (5, 8, 14, 17, 20); Conscientiousness-5 items (3, 18, 21, 22, 24); Sportsmanship-5 items (4,
7,9, 16, 19); and Civic virtue-4 items (2, 6, 11, 12). Some sample items of the questionnaire are
‘I help others who have heavy workloads’, ‘I know how to report complaints and suggestions

peacefully’ and ‘I willingly help others who have work related problems’. Although Podsakoff
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et al. (1990) used a 7-point Likert scale, a 5-point likert scale is used for consistency with other

scales in the study. Also, the items were simplified to make it easy to understand.

3.5 PREPARATION OF DATA FOR ANALYSIS

The filled-in 410 questionnaires were subjected to missing value analysis since we were dealing
with multivariate data in the study. The missing values in demographic information and the items
of the scale were varying from tolerable limits to majority of unanswered questions. Those
questionnaires with majority of information and answers missing were removed from the study.
The responses with tolerable limits of missing values were treated by using mean imputation
approach (Tabachnich and Fidell, 2007). After the procedure, the sample size was reduced to
375. Next, the data was checked for normality (whether the data is normally distributed) by
calculating the Skeweness (Asymmetry of data) and Kurtosis (Peakedness of distribution)
coefficients which lie within the acceptable range of +1 standard deviation. The analysis revealed
that the data variables in study were skewed (negatively and positively), but the outliers were
within acceptable range, hence, not found to be of significant threat to the normality of the data.
Cronbach alpha (a) and Composite reliability (CR) were used to check the reliability of the study
variables (to measure the internal consistency of the instrument). AVE (Average variance
extracted); MSV (Maximum shared variance); and ASV (Average shared variance) were used
for validity analysis (Hair et al., 2010). In order to check for non-multi-collinearity (where the
correlations among the independent variables are strong), VIF (Variance Inflation Factor:
quantifies the severity of multi-collinearity) values were calculated (the values should remain

below 10).

3.6 DATA ANALYSIS
After checking the appropriateness of data set by Reliability and Validity Analysis, exploratory
factor analysis (EFA) and confirmatory factor analysis (CFA) were used where required to

establish the factor structures of the scales used in the study for further analysis of data.

Additionally, descriptive statistics like mean, Standard deviation and Pearson correlation analysis
were also drawn. In the next stage, the hypotheses drawn in this chapter were tested using various
statistical tools. t-test and one way ANOVA techniques using SPSS were used for testing
hypothesis 1 to 3. For hypothesis 4 to 7, multiple hierarchical regressions were used. For

hypothesis 8 and 9, multiple regression analysis was deployed.
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3.7 SUMMARY OF THE CHAPTER

The third chapter described the research design of the study. The study’s nature is comparative
(comparison is made between various subjects), explanatory (to find the reasons, as little
available research on the subject), and hypotheses testing (to test proposed hypotheses based

upon the objectives).

Initially, literature review and research objectives drawn became the basis of drawing the
proposed hypotheses. Later, sample’s properties, instruments used for data collection, methods
used for data collection were also discussed. In the end, chapter covered various research

methodologies and techniques used in our study for data analysis.
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Chapter 4

DATA ANALYSIS AND RESULTS

41 INTRODUCTION

The results of data analysis are presented in the present chapter. It began with the screening of
data using normality, reliability and non- multicollinearity analyses. Afterwards, the factor
analysis of all the three scales along with reliabilities and validities was explored by using
exploratory factor analysis (EFA) and confirmatory factor analysis (CFA). Next, Descriptive
statistics and Correlation results was discussed. In the final stage hypotheses testing was
performed. ANOVA and t-test was used for hypotheses 1, 2 and 3. Hypotheses 4 and 5 were
tested using hierarchical regression models. Hypotheses 6 and 7 covering mediation analysis
were tested using multiple regression analysis. Hypotheses 8 and 9 covering moderation analysis
were also tested using multiple regression analysis. At last, the proposed model was checked

using SEM. The summary of the results obtained is given at last.

4.2 PRELIMINARY SCREENING OF DATA

The coefficients were calculated for normality (skewness and kurtosis); reliability (Cronbach
alpha) and non-multicollinearity (Variance inflation factor (VIF)). The results, which are shown
in Table 4.1, revealed that variances of RC and OCB are negatively skewed and positively
skewed for OCB. The coefficients for skewness and kurtosis were confirmed as not to be a
significant threat to the normality of the data as they were within one standard deviation of the
mean. The data was tested for non- multicollinearity and the value of VIF below ten confirmed

the same.

Table 4.1: Coefficients for normality, reliability and non-multicollinearity

N=375 Skewness Kurtosis Cronbach | Variance
alpha (o) | inflation
factor (VIF)
Scale Statistic SE Statistic SE
QWL 0.236 0.130 0.508 0.260 0.825 1.409
RC -0.395 0.130 0.581 0.260 0.904 1.129
OCB -0.264 0.130 0.541 0.260 0.892 1.319

N= Number of participants, SE= Standard Error, VIF=Variation Inflation Factor at p< 0.05
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43  ANALYSIS OF FACTORS

4.3.1 Factor structure of Quality of Work Life (QWL) Scale

CFA was deployed to confirm whether the data obtained properly fits with original factor
structure of the scale. CFA was performed using AMOS 17. The results thus obtained were dis-
satisfactory in terms of fit statistics for the scale (model 1 for QWL) {»? (Chi-square) = 3659.035
and df=590}, p<0.01, CMIN/df=2.932, Goodness of Fit Index (GFI) = .82, Comparative Fit
Index (CFI) =.84, Tucker-Lewis Coefficient (TLI) =.80, Root Mean Square Error of
Approximation (RMSEA) =.074.

Based upon the CFA performed (Choi et al., 2014), the items with less than 0.50 value were
dropped to have a better model fit. Almost all previous factor rained there structure with seven
items not able to achieve factor loading threshold of 0.50 and hence were dropped from further
analysis. From supervisor/manager support, item no. 28 was dropped; from freedom from work
related stress, item no. 40 was dropped; from relationship with work colleagues, item no. 6 was
dropped; from Communication, decision making & job security, item no. 15 and 48 were
dropped; and from Job satisfaction, item no. 8 and 33 were dropped. The factors were given their

original names only.

The new model of factor (Model 2 for QWL) obtained after dropping the seven items was
subjected to CFA to look for model fit. The results obtained from CFA revealed superiority of
Model 2 over model 1 of QWL. The fit indices for model 2 are {y*> (Chi-square) = 1627.514 and
df=590}, at p<0.01, CMIN/df= 2.758, GFI = 0.89, CFI =0.90, TLI =0.91, RMSEA
=0.061.Therefore, the alternate model with forty six items was found to be more robust and was

considered for the analysis further. The factor structure is provided in Table 4.2.

Table 4.2: Factor structure of Quality of work life (QWL) scale

ltem Factor and item Factpr AVE | MSV | ASV | CR
No. loadings
Manager/supervisor support 0.507 |0.338 | 0.267 | 0.878
4 The feedback I receive on my work | 0.68
13 I would like to receive more credit for | 0.70
18 My manager/ supervisor has adequate | 0.66
20 When I am under pressure, this is 0.74
24 I feel that I do not receive enough 0.66
25 Targets for me to work towards 0.72
39 My manager/ supervisor deals fairly | 0.79
47 My manager/supervisor offers 0.74
49 My manager/ supervisor is open to 0.71
Freedom from work related stress 0.594 10.299 |0.118 | 0.878
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Item Factor

Factor and item . AVE | MSV | ASV | CR
No. loadings
12 My work is often a source of stress to | 0.82
17 My workload is generally reasonable. | 0.77
23 I always feel tired at work. 0.71
32 I often feel stressed when at work. 0.78
36 Sometimes I feel that my physical 0.73
44 I do not have trouble getting to sleep | 0.63
53 I often wake up at night worrying 0.89
Salary and additional benefits 0.532 ]10.223 | 0.120 | 0.846
3 Considering my educational 0.53
22 My salary is reasonable given 0.77
35 My salary is reasonable for the type | 0.83
41 Apart from my salary, the benefits 0.60
52 My salary is appropriate for my 0.86
Relationship with work colleagues 0.536 | 0.323 | 0.202 | 0.821
10 My colleagues support me at work. 0.74
14 There is generally a good feeling of | 0.75
30 I have good working relationships 0.78
46 There are few opportunities to 0.65
Involvement and responsibility at 0555 10323 | 0.163 | 0.788
work
5 I would like to be able to take more | 0.67
11 I would like more opportunities to 0.80
27 I would like more chance to become | 0.76

Communication, decision making

. . 0.550 | 0.338 | 0.166 | 0.859
and job security

1 My organization is good at making 0.74
7 I am well informed about the work 0.75
9 I feel that my job provides me with a | 0.72
19 I believe that my job is secure. 0.69
21 I could be better informed about 0.72
31 My organization often makes 0.69
34 My organization’s policies generally | 0.66
37 I feel I know about the goals of my 0.81
Job satisfaction 0.526 | 0.301 | 0.210 | 0.898
2 Overall, I find my work enjoyable. 0.70
16 My work does not offer me the 0.75
26 My work allows me to do what I 0.69
29 I am able to pursue areas that are 0.68
38 My work offers me a positive 0.72
42 There is little variety in my work. 0.71
43 I am always told what to do at work. | 0.66
45 Overall, I would be happier in another | 0.69
50 I have the freedom to try out some 0.84
51 I would like my work to be 0.72
Cronbach Alpha value for the scale 0.825

Note: Source Primary Data; N=375; AVE= Average variance extracted; MSV= Maximum shared
variance; ASV= Average shared variance; CR= Construct or composite reliability; p<0.01.
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4.3.2 Factor structure of Role Clarity (RC) Scale

Since, the Role Ambiguity: Role Clarity Questionnaire by Pareek (2002) was not validated; a
pilot study on 161 respondents was conducted in year 2013. Initially, the scores obtained on Role
Clarity questionnaire were subjected to principal component analysis for establishing the factor

structure than observe if it results in single dimension as anticipated and described by Pareek

(2002).

Principal component analysis was conducted to evaluate factor structure of the scores derived
from pilot study. The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy was 0.916,
which is above the advocated level of 0.6, and Bartlett’s test of sphericity was also found
significant. Also, all the communality values were found to be above 0.50 which shows that all
items do share some level of common variance among each other. Every one of these conditions
do rationalize the application of Factor Analysis. Moving forward, Principal Component
Analysis using the Varimax rotation criterion was run on the scores of 15 items. As a result of
the principal component factor analysis, 3 factors were extracted with the Eigen value greater
than 1 (Patwardhan et al., 2010; Sharma et al., 2008) that accounted for 69.562 percent of the
total variance in the sample. The factor loadings along with percentage of variance explained and
Eigen values by each factor are given in Table 4.3.Depending upon the grouping/clustering of
items, three factors were named as Co-worker related Role Clarity (F1), Work related Role

Clarity (F2), Appraisal related Role Clarity (F3).

The internal Consistency of each of the items and the scale was examined using Cronbach’s
alpha. The Cronbach’s alpha value for the 15 item Role Ambiguity: Role Clarity Questionnaire
was found to be 0.936. The Cronbach’s alpha values for the factors were: 0.869 for Co-worker
related Role Clarity (5 items), 0.908 for Work related Role Clarity (7 items), 0.885 for Appraisal
related Role Clarity (3 items) (Yadav & Rangnekar, 2013). This can be seen in Table 4.3.

Having established the factor structure previously, the present study focussed on confirming the
factor structure with the help of CFA. The results obtained from CFA revealed favourable fit.
The fit indices for the three factor model are {y* (Chi-square) = 161.635 and df =72}, at p<0.01,
CMIN/df=2.245, GFI1 = 0.94, CFI =0.96, TLI =0.94, RMSEA =0.060.Therefore, the three factor
model of Role clarity scale was used for further analysis in the study. The factor loadings are

shown in Table 4.4.
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Table 4.3: Factor Loadings based upon Principal Components Analysis with Varimax Rotation
for 15 Items

Item No. | Items Statement 1 2 3
Co-worker related Role Clarity (F1)

1 What your senior officers expect from you (what and 0.734

2 What your colleagues/peers expect from your role. 0.826

3 What your juniors expect from your role. 0.842

4 Priorities in your role tasks. 0.628 | 0.422

5 Reporting relationship (whom you report to). 0.470 | 0.454
Work related Role Clarity (F2)

6 Reporting relationship with juniors(who all report to 0.599

7 Staff relationship i.e. relations with people for 0.437 | 0.663

8 Rules, regulations and procedures relevant for your 0.770

9 Resources (financial) available for completing your 0.725

10 Resources (personnel and others) available to you. 0.690

11 Authority (financial) of your role. 0.808

12 Non - financial authority (e.g.to take action) of your 0.730
Appraisal related Role Clarity

13 Appraisal system to assess how well you perform in 0.834

14 Reward system for good /effective work. 0.847

15 Promotional policy and procedures. 0.795
Eigen Values 1.289 | 7.984 | 1.162
Percentage of Variance Explained 8.590 | 53.227 | 7.745

Table 4.4: Factor structure of Role Clarity (RC) scale

Item Factor | AVE | MSV | ASV | CR
No. Factor and item loadings
Co-worker related role clarity 0.504 | 0.397 | 0.351 | 0.876
1 What your senior officers expect from | 0.75
2 What your colleagues/peers expect 0.74
3 What your juniors expect from yours 0.77
4 Priorities in your role tasks. 0.74
5 Reporting relationship (whom you 0.72
Work related role clarity 0.556 | 0.397 | 0.354 | 0.862
6 Reporting relationship with juniors 0.65
7 Staff relationship i.e. relations with 0.69
8 Rules, regulations and procedures 0.77
9 Resources (financial) available for 0.79
10 Resources (personnel and others) 0.72
11 Authority (financial) of your role. 0.71
12 Non - financial authority 0.73
Appraisal related role clarity 0.571 | 0.310 | 0.307 | 0.798
13 Appraisal system to assess how well 0.71
14 Reward system for good /effective 0.81
15 Promotional policy and procedures 0.73
Cronbach Alpha value for the scale 0.904

Note: Source Primary Data; N=375; AVE= Average variance extracted; MSV=Maximum shared
variance; ASV= Average shared variance; CR= Construct or composite reliability; p<0.01.
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4.3.3 Factor structure of Organizational Citizenship Behaviour (OCB) Scale

CFA was deployed to confirm whether the data obtained properly fits with original factor
structure of the scale. The results thus obtained were satisfactory in terms of fit statistics for the
scale {y* (Chi-square) = 539.413 and df=232}, p<0.01, CMIN/df= 2.325, GFI = .89, CFI =.90,
TLI =.92, RMSEA =.055. The factor loadings are shown in Table 4.5.

Table 4.5: Factor structure of Organizational Citizenship Behaviour (OCB) scale

Item Factor AVE | MSV | ASV | CR
No. Factor and item loadings
Altruism 0.611 | 0.198 | 0.080 | 0.886
1 I help others who have heavy workloads. 0.45
10 I am always ready to lend a helping hand 0.55
13 I help others who have been absent. 0.49
15 I willingly help others who have work 0.73
23 I help orient new people even though it is 0.51
Conscientiousness 0.521 | 0.233 ] 0.196 | 0.844
3 I believe in giving an honest day’s work 0.49
18 My attendance at work is above the norm. | 0.60
21 I do not take extra breaks. 0.67
22 I obey company rules and regulations 0.61
24 I am one of the most vigilant employees. 0.68
Sportsmanship 0.525 1 0.281 | 0.162 | 0.846
4 I report only major and relevant issues. 0.75
7 I am quite patient. 0.77
9 I know how to report complaints and 0.61
16 I always focus on positive side, rather 0.76
19 I have full faith with what the 0.72
Courtesy 0.508 | 0.233 ] 0.082 | 0.837
5 I try to avoid creating problems for 0.54
8 I consider the impact of my actions on co- | 0.59
14 I do not abuse the rights of others. 0.61
17 I take steps to try to prevent problems 0.67
20 I understand how my behaviour affects 0.60
Civic Virtue 0.528 { 0.281 ] 0.121 | 0.816
2 I attend meetings that are not mandatory, 0.64
6 I keep abreast of changes in the 0.58
11 I attend functions that are not required, 0.60
12 I read and keep up with organization 0.51
Cronbach Alpha value for the scale 0.892

Note: Source Primary Data; N=375; AVE= Average variance extracted; MSV= Maximum shared
variance; ASV= Average shared variance; CR= Construct or composite reliability; p<0.01.

44  SCALE RELIABILIY

Reliability is —an assessment of the degree of consistency between multiple measurements of a
variable (Hair et al., 1995). The degree to which the instrument gives the same results on repeated
trials is referred as reliability of scale. Various methods used by the researchers for assessing

reliability are: test-retest, internal consistency, inter rater, parallel forms and split half. In the
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study, Internal consistency method is being used to analyse the reliabilities of the constructs of
three instruments with the help of Composite reliability and Cronbach alpha (o), describing the
degree to which all the items of a specific construct measure the same concept and hence are

inter-related (Cronbach, 1951).

The factor structure tables of the all the three scales show that the coefficients were higher than
0.70 levels, signalling that all the measures are reliable. Also, composite or construct reliabilities
(CR) varied from 0.788 (Involvement and responsibility at work) to 0.898 (Job satisfaction). The
factor loadings of all measures were significant (p < 0.001), as well as within the acceptable
limits. The cronbach’s alpha values were above 0.70 level (Cho et al., 2013; Cho et al., 2014;
Thakur & Srivastava, 2013).

45 SCALE VALIDITY

Validity is considered to be the extent to which the tool measures what it claims to measure.
Validity depends on the measurement measuring what it was expected to measure and not
somewhat instead (Kramer et al., 2009). “A scale is said to be valid if it measures what it claims
to measure” (Kline, 1986). After achieving conformity of scales by factor structure (uni-
dimensionality) and reliability (Composite reliability and Cronbach alpha), it is necessary to

validate the scale (Hair et al., 1995).

Drost (2011) categorised validity measurements into four types: Internal validity, external
validity, statistical conclusion validity and construct validity. Whereas Groth-Marnat (1997) had
categorised the validity measurements as “content related validity (content and face validity),
construct related validity (Discriminant and convergent validity) and criterion related validity
(predictive and concurrent validity”. The study covered content related validity (content and face

validity); and construct related validity (Discriminant and convergent validity).

4.5.1 Content and face validity

Content and face validity Bollen (1989) defined content validity as —a qualitative type of
validity where the domain of the concept is made clear and the analyst judges whether the
measure fully represent the domain. It makes sure that the indicators tap the meaning of a well-
defined concept. Face validity is established by test users (Groth-Marnat, 1997) and is a
subjective judgement on the operationalization of a construct. All the three instruments used in
this study are appropriate as all of them are standardised measures. Discussions regarding the

scales were conducted with researchers and managers who were involved in the relevant area.
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4.5.2 Construct validity

It refers to the transformation of a concept/ idea into a functioning and operating reality.
Construct validity is examined by measuring convergent and discriminant validity (Campbell &
Fiske, 1959). Convergent validity is measured by testing the convergence across different
measures of the same thing and divergent validity is measured by testing the divergence between
measures of related but conceptually different things (Cook & Campbell, 1979). High correlation
between items of a construct established convergent validity while low or negative renders

discriminant validity.

The average variance extracted (AVE) was used to confirm convergent validity and maximum
shared variance (MSV) and average shared variance (ASV) were used to check for Discriminant
validity of the scales (Hair, et al., 2010). AVE values for all the constructs were recorded above
0.50 and CR values were above AVE values, confirming the convergent validity of the models
(Thakur & Srivastava, 2014). As suggested by (Hair et al., 2010), if the MSV and ASV values
are below AVE values, Discriminant validity is confirmed. Table 4.2; Table 4.4; and Table 4.5
show AVE, MSV and ASV values for QWL, RC and OCB respectively.

4.6 DESCRIPTIVE STATISTICS

The mean, standard deviation and correlation coefficients of various constructs are
mentioned in the Table 4.6. The results show that QWL (r=.33, p<0.01) and RC (r=.53, p<0.01)
positively correlate to OCB. The correlation between QWL and RC was also positive and
significant (r=0.49, p<0.01). All the subscales of RC had moderate positive relation with OCB
(co-worker related role clarity=.50, work related role clarity=.47, appraisal related role
clarity=.33; p<0.01). Sub-scales of QWL had low positive relation with OCB
(Supervisor/manager support=0.42, Freedom from work-related stress=.32, Salary & additional
benefits=.14, Job satisfaction=.25, Relationship with work colleagues=.36, Involvement &
responsibility at work=.24, Communication, decision making & job security=.25;p<0.01).
Almost all ~ the variables had a positive relationship with OCB dimensions except for

involvement and responsibility at work having negative relation with all OCB dimensions.
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Table 4.6. Mean, S.D., inter-correlation among variable under study

Variables Mean | SD |1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18
CWRC() |415 |55 |1

WRC (2) 394 |64 | 707 |1

ARC (3) 379 |79 | 46” | 627 |1

RC (4) 395 | 60 | 83" |93 |7 |1

SMS (5) 344 | 61 | 23" [ 337 |37 357 |1

FWRS (6) 354 | 66 | 320 |35 |a4r [ 320 | a5t |1

SAB (7) 322 | 84 | .03 06 20" | .05 21" | .08 1

RWC (8) 374 | 63 | 36" | 350 |26 | 377 |35 |4 | 300 |1

IRW (9) 203 | .69 | 30" | 29" | 6™ | o7t |21 |art | 07 40" |1

CDJS (10) 385 | 60 | 337 | 36" | 317 | .38 |54 | a5t | 29" | 48 | 517 1

IS (1) 347 | 56 | 387 | a1 | 38" | 45 | 587 | 250 | 30" | 45 | 28 57 |1

QWL (12) 333 | 35 | 397 | 45 | 44 | a9* | 65t | 56 | 457 | .63 | 20 59" | a5t |1

OCB (13) 380 | 53 | 50 |47 |33 | 53t | a4 327 | a4 | 36" | 24¢ 25" | 257 033 |1

ALT (14) 384 | .59 A7 | 42 | o4 | 46 13" | 25T 07 | 207 | -o7 | o217 | 217 277 | 82 1

COURT(15) | 393 | .66 48" | 427 | 287 | a8t | a5t | 35 ar | oz | ocar |t | a3 367 | 84" | 72 1

CONS(16) |399 | .64 S50 | 46" | 297 | 50 | ast | 297 09 | 36" | -20% | 347 | 257 347 | 81t | e | 6y 1

SPORT (17) | 351 | .87 25" | 16" | 197 | 23 -.06 09 | a7 13" -07 04 .09 09 | 65" | 357 | 35| 29 1
CIVIC(18) | 376 | .68 49" | 457 | 307 | a8 120 | 307 07 | 357 | -a19% | 237 | 217 31 | 82 | 61 | 65| e | 37 |1

Note: CWRC= Co-worker related role clarity; WRC= Work related role clarity; ARC= Appraisal related role clarity; RC= Role clarity; SMS= supervisor/manager support; FWRC= freedom from work related stress; SAB=
salary and additional benefits; RWC= Relationships with work colleagues; IRW= Involvement & responsibility at work; CDJS= Communication, decision making & job security; JS= job satisfaction; QWL=Quality of
work life; OCB= Organizational citizenship behaviour); ALT= altruism; COURT= Courtesy; CONS= Consciousness; SPORT= Sportsmanship; CIVIC= Civic virtue; *p<0.05; **p<0.01, N=3
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47 ACCOMPLISHMENT OF OBJECTIVE ONE

The first objective of the study was to assess the level of QWL in the Indian organizations;
particularly with respect to demographic traits (gender, position and type of organization). In
total, three hypotheses were framed to fulfill the objective. The hypotheses ranged from lato Ic.

Various tests were conducted to analyze the hypotheses made.
4.7.1 Hypothesis 1a

Hypothesis 1a proposed that QWL varies in male and female employees. To test this hypothesis
Independent sample t-test was used. Table 4.7 shows the results obtained from the test conducted.
The test score portray the absence of any significant difference in male and female employees
for supervisor/manager support (t (373) =2.940, p =0.723 (p > 0.05)); Communication, decision
making & job security (t (373) =-0.421, p=0.061 (p>0.05)) and Job satisfaction (t (373) =0.512,
p=0.512 (p>0.05)). However, significance difference was found for freedom from work related
stress (t (373)= -1.09, p=0.001 (p<0.05)) with male having higher mean score compared to
female; salary and additional benefits (t (373)=-1.878, p =0.015 (p<0.05)) with male having
higher mean score compared to female; Relationships with work colleagues (t (373)= -0.809,
p=0.045 (p<0.05)) with male having higher mean score compared to female; and Involvement &
responsibility at work (t (373)=1.447, p= 0.035 (p<0.05)) with female having higher mean score

compared to male. Therefore, hypothesis 1a of the study was partially supported.

Table 4.7: Independent sample t test (Gender as IV, QWL as DV)

Gender | N Mean | SD SE tvalue | df p value
Mean

SMS Female | 100 3.62 0.62 0.07 2.940 373 0.723
Male 275 3.39 0.61 0.03

FWRS Female | 100 3.47 0.81 0.09 -1.09 373 0.001
Male 275 3.56 0.62 0.04

SAB Female | 100 3.06 0.71 0.08 -1.878 | 373 0.015
Male 275 3.27 0.87 0.05

RWC Female | 100 3.69 0.70 0.08 -0.809 | 373 0.045
Male 275 3.76 0.62 0.04

IRW Female | 100 2.13 0.80 0.09 1.447 373 0.035
Male 275 2.00 0.66 0.04

CDS Female | 100 3.83 0.66 0.07 -0.421 373 0.061
Male 275 3.86 0.59 0.04

JS Female | 100 3.57 0.54 0.06 0.512 373 0.512
Male 275 3.45 0.57 0.04

Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom; *p<0.05; SMS=
supervisor/manager support; FWRC= freedom from work related stress; SAB= salary and additional benefits;
RWC= Relationships with work colleagues; IRW= Involvement & responsibility at work; CDJS= Communication,
decision making & job security; JS= job satisfaction
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4.7.2 Hypothesis 1b

Hypothesis 1b proposed that QWL varies in employees of public and private organizations. Here
also, Independent sample t-test was used to test the hypothesis. The results can be seen in Table
4.8. The significant difference was found between the mean scores of private and public
organization’s employees for supervisor/manager support (t (373) =4.339, p=0.001 (p<0.05))
with employees from private organizations had a slightly higher mean compared to those of
public organizations; and Job satisfaction (t(373)=2.625, p=0.029 (p<0.05)) with employees
from private organizations had a slightly higher mean compared to those of public organizations.
However, there was no significant difference in mean scores of private and public organization’s
employees for Communication, decision making & job security (t(373)=1.223, p=0.080
(p>0.05)); freedom from work related stress (t (373)=2.202, p=0.722 (p>0.05)); salary and
additional benefits (t(373)= -5.470, p=0.318 (p>0.05)); Relationships with work colleagues
(t(373)= 0.570, p=0.620 (p>0.05)); and Involvement & responsibility at work (t(373)= -2.637,
p=0.922 (p>0.05)). Therefore, hypothesis 1b of the study was partially supported by the result.

Table 4.8: Independent sample t test (Type of organization as IV, QWL as DV)

Organization | N Mean SD SE t value | df p value
Mean

SMS Private 126 3.66 0.71 0.07 4.339 373 0.001
Public 249 3.35 0.53 0.03

FWRS | Private 126 3.66 0.68 0.06 2.202 373 0.722
Public 249 3.49 0.64 0.04

SAB Private 126 2.85 0.85 0.08 -5.470 | 373 0.318
Public 249 3.37 0.78 0.04

RWC Private 126 3.77 0.72 0.07 0.570 373 0.620
Public 249 3.73 0.59 0.03

IRW Private 126 1.87 0.70 0.07 -2.637 | 373 0.922
Public 249 2.09 0.68 0.04

CDS Private 126 391 0.71 0.07 1.223 373 0.080
Public 249 3.82 0.56 0.03

JS Private 126 3.59 0.64 0.06 2.625 373 0.029
Public 249 3.42 0.52 0.03

Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom; *p<0.05; SMS=
supervisor/manager support; FWRC= freedom from work related stress; SAB= salary and additional benefits;
RWC-= Relationships with work colleagues; IRW= Involvement & responsibility at work; CDJS= Communication,
decision making & job security; JS= job satisfaction

4.7.3 Hypothesis 1¢
Hypothesis 1c states that QWL varies with position held by employees (Junior, Middle, senior
level). This hypothesis was tested using one way ANOVA, which compared the mean QWL

dimensions scores of employees at different hierarchical levels in the organization. Since,
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ANOVA don’t mention that among which set, the difference exists; post hoc analysis using
Tukey HSD test was conducted. Table 4.9 shows the results of the test conducted. ANOVA with
the help of Post-hoc test show significant difference across positions for supervisor/manager
support (F(2, 372)=3.788, p=0.024 (p<0.05)) with significant difference between junior and
senior employees- senior employees having higher mean compared to juniors; relationships with
work colleagues (F(2, 372)=3.940, p=0.020 (p<0.05)) with significant difference between junior
and senior employees- senior employees having higher mean compared to juniors;
communication, decision making & job security (F(2, 372)=3.750, p=0.024 (p<0.05)) with
significant difference between junior and middle level employees- junior employees having
higher mean compared to middle level employees; job satisfaction (F(2, 372)=3.402, p=0.034
(p<0.05)) with significant difference between junior and senior employees- senior employees
having higher mean compared to juniors. Other dimensions did not report any significant
difference between positions held by employees. Thus, hypothesis 1c¢ of the study was partially
supported.

Table 4.9: One way ANOVA (Position as IV, QWL as DV)

Level N Mean SD SE F value |df p value
Mean
SMS Junior 102 3.44 0.70 0.07 0.005 372 0.995
Middle | 200 3.44 0.57 0.04
Senior 73 3.44 0.56 0.07
FWRS | Junior 102 3.51 0.68 0.06 0.477 372 0.621
Middle | 200 3.53 0.62 0.04
Senior 73 3.62 0.75 0.10
SAB Junior 102 3.10 0.83 0.08 3.788 372 0.024
Middle | 200 3.21 0.82 0.05
Senior 73 3.49 0.85 0.11
RWC | Junior 102 3.62 0.74 0.07 3.940 372 0.020
Middle | 200 3.76 0.59 0.04
Senior 73 3.92 0.49 0.06
IRW Junior 102 2.08 0.79 0.07 0.441 372 0.644
Middle | 200 2.00 0.68 0.04
Senior 73 2.00 0.54 0.07
CDS Junior 102 3.83 0.68 0.06 3.750 372 0.024
Middle | 200 3.80 0.59 0.04

Senior 73 4.05 0.43 0.05

JS Junior 102 3.39 0.65 0.06 3.402 372 0.034
Middle | 200 3.46 0.51 0.03
Senior 73 3.64 0.55 0.07

Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom; *p<0.05; SMS=
supervisor/manager support; FWRC= freedom from work related stress; SAB= salary and additional benefits;
RWC= Relationships with work colleagues; IRW= Involvement & responsibility at work; CDJS= Communication,
decision making & job security; JS= job satisfaction
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48 ACCOMPLISHMENT OF OBJECTIVE TWO

The second objective of the study was to assess the level of Role Clarity in the Indian
organizations; particularly with respect to demographic traits (gender, position and type of
organization). In total, three hypotheses were framed to fulfill the objective. The hypotheses were

2a, 2b and 2c. Various tests were conducted to analyze the hypotheses made.
4.8.1 Hypothesis 2a

Hypothesis 2a proposed that role clarity (RC) varies with male and female employees. The
Independent sample t-test indicated presence of a significant difference in the mean scores of
male and female employees for Co-worker related role clarity (t(373)=-2.999, p=0.031 (p<0.05))
with male having higher mean than females; work related role clarity (t(373)= -0.855, p=0.029
(p<0.05)) with male having higher mean than females; Appraisal related role clarity (t(373)=-
0.619, p=0.017 (p<0.05)) with male having higher mean than females. Hence, hypothesis 2a of

our study was supported. The results are shown in Table 4.10.

Table 4.10: Independent sample t test (Gender as IV, RC as DV)

Gender | N Mean SD SE tvalue | df p value
Mean

CWRC | Female | 100 3.98 0.63 0.07 -2.999 373 0.031
Male 275 4.19 0.52 0.03

WRC | Female | 100 3.89 0.73 0.08 -0.855 373 0.029
Male 275 3.96 0.61 0.03

ARC | Female | 100 3.74 0.90 0.10 -0.619 373 0.017
Male 275 3.80 0.75 0.04

Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom:;
*p<0.05; CWRC= Co-worker related role clarity; WRC= Work related role clarity; ARC=
Appraisal related role clarity

4.8.2 Hypothesis 2b

Hypothesis 2b proposed that Role Clarity varies in employees of public and private
organizations. Here also, Independent sample t-test was used to test the hypothesis. The results
can be seen in Table 4.11. No significant difference was found between the mean scores of private
and public organization’s employees for Co-worker related role clarity; Work related role clarity;
and Appraisal related role clarity. Therefore, hypothesis 2b of the study was not supported by the

result.
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Table 4.11: Independent sample t test (Type of organization as IV, RC as DV)

Organization | N Mean SD SE t value | df p value
Mean

CWRC | Private 126 4.24 0.54 0.05 2.046 373 0.655
Public 249 4.11 0.55 0.03

WRC Private 126 4.15 0.60 0.05 3.971 373 0.483
Public 249 3.86 0.63 0.04

ARC Private 126 3.95 0.82 0.08 2.448 373 0.500
Public 249 3.72 0.76 0.04

Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom:;
*p<0.05; CWRC= Co-worker related role clarity; WRC= Work related role clarity; ARC=
Appraisal related role clarity

4.8.3 Hypothesis 2¢

Hypothesis 2c states that Role Clarity varies with position held by employee (Junior, Middle,
senior level). This hypothesis was tested using one way ANOV A, which compared the mean RC
scores of employees at different hierarchical levels in the organization. Table 4.12 shows the
results of the test conducted. ANOVA results pointed absence of significant difference between
the mean scores across positions for co-worker related role clarity; work related role clarity; and

appraisal related role clarity. Thus, hypothesis 2¢ of the study was not supported.

Table 4.12: One way ANOVA (Position as IV, RC as DV)

Level N Mean SD SE F value |df p value
Mean
CWRC | Junior 102 4.10 0.50 0.05 2.340 372 0.098
Middle | 200 4.13 0.60 0.04
Senior 73 4.30 0.43 0.05
WRC | Junior 102 3.86 0.65 0.06 1.149 372 0.318
Middle | 200 3.97 0.64 0.04
Senior 73 4.00 0.57 0.07
ARC Junior 102 3.78 0.89 0.08 1.724 372 0.180
Middle | 200 3.74 0.75 0.05
Senior 73 3.97 0.67 0.09
Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom:;
*p<0.05; CWRC= Co-worker related role clarity; WRC= Work related role clarity; ARC=
Appraisal related role clarity

49 ACCOMPLISHMENT OF OBJECTIVE THREE

The third objective of the study was to assess the level of OCB in the Indian organizations;
particularly with respect to demographic traits (gender, position and type of organization). In
total, three hypotheses were framed to fulfill the objective. The hypotheses were 3a, 3b and 3c.

Various tests were conducted to analyze the hypotheses made.
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4.9.1 Hypothesis 3a

Hypothesis 3a proposed that OCB varies with in male and female employees. The Independent
sample t test indicated presence of a significant difference in the mean scores in male and female
employees for altruism (t(373)= -3.035, p=0.000 (p<0.05)) with male having higher mean
compared to female; courtesy (t(373)=-2.780, p=0.000 (p<0.05)) with male having higher mean
compared to female; conscientiousness (t(373)=-3.549, p=0.000 (p<0.05)) with male having
higher mean compared to female; and civic virtue (t(373)=-3.667, p=0.000 (p<0.05)) with male
having higher mean compared to female. No significant difference in the mean scores in male
and female employees was found for sportsmanship. Hence, hypothesis 3a of our study was
partially supported. The results are shown in Table 4.13.

Table 4.13: Independent sample t test (Gender as IV, OCB dimensions as DV)

Gender | N Mean SD SE tvalue |df p value
Mean

ALT Female | 100 3.66 0.73 0.08 -3.035 | 373 0.000
Male 275 3.89 0.53 0.03

COURT | Female | 100 3.74 0.84 0.09 -2.780 | 373 0.000
Male 275 3.97 0.59 0.03

CONS | Female | 100 3.76 0.78 0.09 -3.549 | 373 0.000
Male 275 4.05 0.57 0.03

SPORT | Female | 100 3.05 0.88 0.10 -5.437 | 373 0.219
Male 275 3.64 0.81 0.04

CIVIC | Female | 100 3.51 0.85 0.09 -3.667 | 373 0.000
Male 275 3.83 0.60 0.03

Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom:;
*p<0.05; ALT= altruism; COURT= Courtesy; CONS= Consciousness; SPORT= Sportsmanship;
CIVIC= Civic virtue

4.9.2 Hypothesis 3b

Hypothesis 3b proposed that OCB varies in employees of public and private organizations. Here
also, Independent sample t test was used to test the hypothesis. The results can be seen in Table
4.14. No significant difference was found between the mean scores of private and public
organization’s employees for Altruism; courtesy; consciousness; sportsmanship; and civic virtue.
Therefore, hypothesis 3b of the study was not supported by the result.

Table 4.14: Independent sample t test (Type of organization as IV, OCB dimensions as DV)

Organization | N Mean SD SE tvalue | df p value
Mean
ALT Private 126 3.85 0.65 0.06 0.513 373 0.181
Public 249 3.82 0.58 0.04
COURT | Private 126 3.93 0.73 0.07 0.517 373 0.253
Public 249 3.88 0.65 0.04
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Organization | N Mean SD SE tvalue | df p value
Mean

CONS | Private 126 3.94 0.69 0.06 -0.251 | 373 0.594
Public 249 3.96 0.63 0.04

SPORT | Private 126 3.39 0.89 0.08 -0.922 | 373 0.327
Public 249 3.48 0.84 0.06

CIVIC | Private 126 3.78 0.69 0.06 0.856 373 0.664
Public 249 3.71 0.67 0.04

Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom; *p<0.05; ALT=
altruism; COURT= Courtesy; CONS= Consciousness; SPORT= Sportsmanship; CIVIC= Civic virtue

4.9.3 Hypothesis 3¢

Hypothesis 3c states that OCB varies with position held by employee (Junior, Middle, senior
level). This hypothesis was tested using one way ANOVA, which compared the mean OCB
scores of employees at different hierarchical levels in the organization. Since, ANOVA don’t
mention that among which set, the difference exists; post hoc analysis using Tukey HSD test was
conducted. Table 4.15 shows the results of the test conducted. ANOVA and post hoc test results
pointed the presence of significant difference between the mean scores across positions for
sportsmanship (F(2, 372)= 4.906, p=0.008 (p<0.05)) with significant difference between junior
and middle position employees. Middle position holders were having mean compared to junior
position holders. No significant difference between the mean scores across positions was found
for altruism; courtesy; conscientiousness and civic virtue. Thus, hypothesis 3c of the study has
been partially supported.

Table 4.15: One way ANOVA (Position as IV, OCB dimensions as DV)

Level N Mean SD SE F value |df p value
Mean
ALT Junior 102 3.85 0.65 0.06 0.717 372 0.489
Middle | 200 3.82 0.58 0.04
Senior 73 3.92 0.45 0.06
COURT | Junior 102 3.93 0.73 0.07 1.487 372 0.228
Middle | 200 3.88 0.65 0.04
Senior 73 4.06 0.50 0.06
CONS | Junior 102 3.94 0.69 0.06 2.536 372 0.081
Middle | 200 3.96 0.63 0.04
Senior | 73 4.16 0.51 0.07
SPORT | Junior 102 3.39 0.89 0.08 4.906 372 0.008
Middle | 200 3.48 0.84 0.06
Senior | 73 3.83 0.82 0.11
CIVIC | Junior 102 3.78 0.69 0.06 1.383 372 0.252
Middle | 200 3.71 0.67 0.04

Senior 73 3.88 0.67 0.09
Source=primary data; SE= Standard Error; SD= Standard deviation; df= Degree of freedom; *p<0.05; ALT=
altruism; COURT= Courtesy; CONS= Consciousness; SPORT= Sportsmanship; CIVIC= Civic virtue
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410 ACCOMPLISHMENT OF OBJECTIVE FOUR

The fourth objective of our study deals with examining the relationship of QWL with OCB. To
find out the true nature of the relationship between the two, the dimensions of the QWL were
tested with OCB. Thus, to deal with the objective, seven hypothesis were drawn (hypothesis 4a
to hypothesis 4g) capturing relationship of all seven dimensions of QWL with OCB. Hierarchical
multiple regression analysis was used to test weather Supervisor/manager support, job
satisfaction, freedom from work related stress, salary & additional benefits, relationship with
work colleagues, involvement & relationship at work, communication, decision making & job
security made a significant contribution in predicting OCB. Demographic variables i.e. age,
gender, position, type of organization were controlled in the analysis. The predictor variables
were entered stepwise in the regression analysis as follows: in step 1: all the control variables
(age, gender, position, type of organization); step 2: step 1 + supervisor/manager support; step 3:
step 2+ freedom from work related stress; step 4: step 3 + salary and additional Benefits; step 5:
step 4 + Relationship with work colleagues; step 6: step 5 + Involvement and responsibility at
work; step 7: step 6+ Communication, decision making & job security; and step 8: step 7 + Job
satisfaction. Table 4.16 show the values obtained from the Hierarchical multiple regression

analysis conducted.

The demographic variables (age, gender, position, type of organization) together explained only
4.9 percent variance (R?=0.049, p>0.05) in OCB. In the step 2, supervisor/manager support was
added and it increased the variance significantly to 13.5 percent (R?=0.135, p<0.05), adding a
total of 13.5 percent in the variance explained. In the step 3, freedom from work related stress
was added, which also significantly increased the variance explained to 21.1 percent (R?=0.211,
p<0.05), adding a total of 2.7 percent in the variance explained. In step 4, salary and additional
benefits was added and it increased the variance explained by 0.8 percent (R>=0.219, p<0.05),
explaining total of 21.9 percent of the variance in OCB. Step 5 added relationship with work
colleagues in the analysis and it additionally explained 2.2 percent of the variance (R?=0.241,
p<0.05), making total variance explained to 24.1 percent. Involvement and responsibility at work
was added in step 6, which explained additional 2.7 percent (R?=0.268, p<0.05), making total
variance explained to 26.8 percent. Step 7 added Communication, decision making & job security
in the analysis and it additionally explained 1.4 percent of the variance (R?>=0.282, p<0.05),
making total variance explained to 28.2 percent. Step 8 added Job satisfaction in the analysis and
it additionally explained 4.9 percent of the variance (R?=0.331, p<0.05), making total variance

explained to 33.1 percent.
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4.10.1 Hypothesis 4a
Hypothesis 4a proposed that supervisor/manager support significantly relates to OCB. The
results of Hierarchical multiple regression analysis (step 2) gave favourable results (f=.507,

p<0.01). Hence, hypothesis 4a was supported by the result.

4.10.2 Hypothesis 4b
Hypothesis 4b proposed that freedom from work related stress significantly influences OCB. The
results of Hierarchical multiple regression analysis (step 3) gave favourable results (f=.241,

p<0.01). Hence, hypothesis 4b was supported by the result.

4.10.3 Hypothesis 4c
Hypothesis 4c proposed that salary and additional benefits significantly influences OCB. The
results of Hierarchical multiple regression analysis (step 4) gave favourable results (p=.498,

p<0.01). Hence, hypothesis 4c was supported by the result.

4.10.4 Hypothesis 4d
Hypothesis 4d proposed that relationship with work colleagues significantly influences OCB.
The results of Hierarchical multiple regression analysis (step 5) gave favourable results (=.352,

p<0.01). Hence, hypothesis 4d was supported by the result.

4.10.5 Hypothesis 4e
Hypothesis 4e proposed Involvement and responsibility at work significantly influences OCB.
The results of Hierarchical multiple regression analysis (step 6) gave favourable results (f=.290,

p<0.01). Hence, hypothesis 4e was supported by the result.

4.10.6 Hypothesis 4f
Hypothesis 4f proposed that Communication, decision making & job security significantly
influences OCB. The results of Hierarchical multiple regression analysis (step 7) gave favourable

results (f=.304, p<0.01). Hence, hypothesis 4f was supported by the result.

4.10.7 Hypothesis 4g
Hypothesis 4g proposed that job satisfaction significantly influences OCB. The results of
Hierarchical multiple regression analysis (step 8) gave favourable results (=.236, p<0.01).

Hence, hypothesis 4g was supported by the result.
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Table 4.16: Results of Hierarchical regression Analysis (QWL dimensions as PV, OCB as DV)

Predictors Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
Constant 3.188 3.092 2.113 2.081 1.942 1.867 1.646 1.564
Age -.174 -.203 -.181 -.208 -.092 -.099 -.090 -.054
Gender 243%% 229%% 214%* 214%% 179%* .125% .105%* .080*
Position .088 .063 .045 .041 .067 .065 .049 .028
Type of organization | .123** 1627%% 178%* 203 %% 175%* 125%%* .091* .042*
1+ S507#* .500%#* 493%* 489%#* A430%* 287** 220%*
Manager/supervisor

support

2+ freedom from work 241%* 338%* 316%* 316%* 320%* S11%*
related stress

3+ salary and 498%#* 462%* .350%%* 314% 269
Additional Benefits

4+ Relationship with 352%* 367** .380%* 274%*
work colleagues

5+ Involvement and .290%%* 257%* 160%**
responsibility at work

6+ Communication, 304 %* 234 %%
decision making & job

security

7+ Job satisfaction 236%*
F change 4.379 53.375 9.462 2.741 7.625 9.379 4.786 17.312
Sig. F 0.264 0.000 0.000 0.000 0.000 0.000 0.000 0.000
R? 0.049 0.184 0.211 0.219 0.241 0.268 0.282 0.331
Adj. R? 0.037 0.132 0.024 0.005 0.019 0.024 0.011 0.046
AR? 0.049 0.135 0.027 0.008 0.022 0.027 0.014 0.049

Note: *p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375
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4.11 ACCOMPLISHMENT OF OBJECTIVE FIVE

The fifth objective of our study was to understand the function of role clarity (RC) on OCB. For a
comprehensive understanding of the objective, dimensions of RC (co-worker related role clarity,
work related role clarity and appraisal related role clarity) were tested on OCB. Considering the
analysis of three dimensions’ influence on OCB, three hypotheses were drawn, naming hypothesis
Sa, hypothesis 5b and hypothesis Sc. A hierarchical multiple regression analysis was conducted to
test the hypotheses. The demographic variables i.e. age, gender, position and type of organization
were taken as control variables. The predictor variables were entered in regression analysis as
follows: in step 1: all the control variables (age, gender, position and type of organization); step 2:
step 1+ co-worker related role clarity; step 3: step 2 + work related role clarity; step 4: step 3 +

appraisal related role clarity. The results thus obtained are mentioned in Table 4.17.

The step 1 contained demographic variables-. Age, gender, position and type of organization.
Together they explained 8.9 percent of the variance in OCB (R?=.089, p<0.01). In step 2, co-worker
related role clarity was added and it significantly increased the explained variance to 37.7 percent
(R?=.377, p<0.01), adding additional 28.8 percent. In step 3, work related role clarity was added and
it added another 2.5 percent variance, making total explained variance of 40.2 percent (R?=.402,
p<0.01). In the fourth and last step appraisal related role clarity was added, it took total explained

variance of OCB to 41.9 percent (R?=.419, p<0.01) by adding 1.7 percent in the variance.

4.11.1 Hypothesis Sa
Hypothesis 5a proposed that co-worker related role clarity significantly influences OCB. The results
of Hierarchical multiple regression analysis (step 2) gave favourable results (f=.558, p<0.01).

Hence, hypothesis Sa was supported by the result.

4.11.2 Hypothesis Sb
Hypothesis 5b proposed that work related role clarity significantly influences OCB. The results of
Hierarchical multiple regression analysis (step 3) gave favourable results (f=.227, p<0.01). Hence,

hypothesis 5b was supported by the result.

4.11.3 Hypothesis Sc
Hypothesis 5c proposed that Appraisal related role clarity significantly influences OCB. The results

of Hierarchical multiple regression analysis (step 4) gave favourable results (f=.216, p<0.01).

Hence, hypothesis 5c was supported by the result.
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Table 4.17: Results of Hierarchical regression Analysis (RC dimensions as PV, OCB as DV)

Predictors Step 1 Step 2 Step 3 Step 4
1 Constant 3.092 0.963 0.772 0.691
Age -.174 -.189 -.167 -.156
Gender 243%* 140%* A47%* .136%*
Position .088 .003 -.022 -.012
Type of organization 123%* 246%* .269%* 274%*
2 1+ Co-worker related RC 558%* 404%* 201%*
3 2+ work related RC 2277 .190%*
4 | 3+ Appraisal related RC 216%*
F change 8.543 41.721 38.434 5.879
Sig. F .000 .000 .000 .000
R? .089 377 402 419
Adj. R? .079 .368 .392 .014
AR? .089 .288 .025 .017

Note-*p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375

412 ACCOMPLISHMENT OF OBJECTIVE SIX

The sixth objective of our study deals with testing whether role clarity would mediate the relationship
between QWL and OCB (Figure 4.1). Based upon this objective Hypothesis 6 was drawn, which
states that role clarity would mediate the relationship between QWL and OCB. To test the mediation

effect, techniques innovated by Baron and Kenny (1986) have been used.

QWL c ocCB

RC

a/' \
QWL ¢’ ﬂ} ocB

Figure 4.1 Direct and Mediated path diagram of QWL and OCB via RC.

To find out the mediating role of RC on QWL-OCB relationship, Baron and Kenny’s (1986)
conditions for mediation have been examined. The first condition is that the independent variable is

related to the dependent variable; the second condition is that the independent variable relates to the
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mediating variable; the third condition is that the mediating variable relates to the dependent variable
and the relationship of the independent variable and the dependent variable significantly reduces in
the partial mediation or no longer remains significant when controlled by the mediator in full
mediation. The analysis has been completed by carrying out three different regression analyses.

Table 4.18 shows the results obtained from the analysis.

In step 1, the controlled variables (age, gender, position and type of organization) were introduced.
In step 2, direct effect of QWL on OCB was tested. Result show significant positive relationship
between QWL and OCB (B=.370, p<0.01). In step 3, direct effect of QWL on RC was tested. Results
show significant relationship between the two (B=.472, p<0.01). In the fourth and last step, RC and
QWL were regressed with OCB stepwise respectively. Results show significant positive influence
of RC on OCB (B=.495, p<0.01). QWL still had a significant relation with OCB (B=.137, p<0.01),
but value reduced drastically from f=.368 to f=.137; thus, showing existence of partial mediation

of RC between QWL and OCB relationship. Therefore, Hypothesis 6 was partially supported.

Table 4.18: Multiple Regression Analysis (QWL as PV, RC as Mediator, OCB as DV)

Variables Step 1 Step 2 Step 3 Step 4

1 Constant 3.092 1.166 1.108 0.626
Age -.174 -.204 -.162 -174
Gender 243 252 A73% .184%*
Position .088 034 -.009 -.018
Type of organization 123 194 265%% 275%

2 QWL-OCB 370%*

3 QWL-RC AT2H*

4 QWL-OCB A37%*
RC-OCB 495%%*
R? .088 218 279 395

Note: *p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375

413 ACCOMPLISHMENT OF OBJECTIVE SEVEN

The seventh objective of our study deals with testing whether QWL would mediate the relationship
between RC and OCB (Figure 4.2). Based upon this objective Hypothesis 7 was drawn, which states
that QWL would mediate the relationship between RC and OCB. To test the mediation effect,

techniques innovated by Baron and Kenny (1986) have been used.
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Figure 4.2 Direct and Mediated path diagram of RC and OCB via QWL.

To find out the mediating role of QWL on RC-OCB relationship, Baron and Kenny’s (1986)
conditions for mediation have been examined. The analysis has been completed by carrying out three

different regression analyses. Table 4.19 shows the results obtained from the analysis.

In step 1, the controlled variables (age, gender, position and type of organization were introduced.
In step 2, direct effect of RC on OCB was tested. Result show significant positive relationship
between RC and OCB (B=.561, p<0.01). In step 3, direct effect of RC on QWL was tested. Results
show significant relationship between the two (f=.481, p<0.01). In the fourth and last step, QWL
and RC were regressed with OCB stepwise respectively. Results show significant positive influence
of QWL on OCB (B=.137, p<0.01). RC still had a significant relation with OCB ($=.496, p<0.01),
and there is reduction in the value also (B=.561 to p=.495); thus, showing presence of partial
mediation of QWL between RC and OCB relationship. Therefore, Hypothesis 7 was partially
supported.

Table 4.19: Multiple Regression Analysis (RC as PV, QWL as Mediator, OCB as DV)

Variables Step 1 Step 2 Step 3 Step 4

1 Constant 3.092 1.108 1.166 0.626
Age -.174 -.162 -.204 -.174
Gender 243%% A73%* 252% .184*
Position .088 -.009 .034 -.018
Type of organization 123%* 265%* .194%* 275%

2 RC-OCB S561%*

3 RC-QWL A481%*

4 RC-OCB 495%*
QWL-OCB A37%*
R? .088 .381 .265 .395

Note:*p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375
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414 ACCOMPLISHMENT OF OBJECTIVE EIGHT

The eighth objective of our study was to study moderation effect of demographic variables in
relationship between QWL and OCB (Figure 4.3). As said by Baron and Kenny (1986), moderation
changes the direction or strength or the relationship between the variables. This notion was tested by
drawing three hypotheses (hypothesis 8a, hypothesis 8b and hypothesis 8c) from the objective, each
considering one of each demographic variable as moderator (gender, position, type of organization).
Hypothesis 8a dealt with Gender as moderator; Hypothesis 8b dealt with position as moderator; and

Hypothesis 8c dealt with type of organization as moderator.

Moderators
Gender
Position

Type of org.

QWL v OCB

Figure 4.3 Moderated path between QWL and OCB

The path given by Aiken and West (1991) was followed to find out the moderating effect. Both of
the predictor and moderator variables were centred by subtracting the means from the observed
scores; an interaction term was created by multiplying both the centred variables. First, regression
was run with both predictor and moderator. Then, a multiple regression was run with both the

variables and the interaction term as predictors of OCB.

4.14.1 Hypothesis 8a

Hypothesis 8a stated that gender (male and female) moderate the relationship between QWL and
OCB. Step 1 covered interaction of demographic variables with OCB. Step 2, covered interaction of
QWL and gender with OCB which show significant contribution (=.370, p<.01) and (f=.254,
p<.01). Step 3 ran both QWL and Gender along with Interaction term created by multiplication of
QWL and gender. Interaction term significantly influenced OCB (=-.174, p<.01) and also, there

was a reduction in direct influence of QWL from .370 to .256. Table 4.20 show the results of the
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moderation test. Figure 4.4 represents a graphical representation of this interaction, showing a clear
difference in the slopes of QWL and OCB based on gender difference i.e. Male and female. The
Mean OCB was higher for Male/QWL participants compared with Female/QWL participants
initially, which reversed later on. Therefore, the result supports Hypothesis 8a.

Table 4.20: Multiple Regression Analysis (QWL as PV, Gender as Moderator, OCB as DV)

Variables Step 1 Step 2 Step 3

1 Constant 3.469 3.630 3.625
Age -.163 -.202 -.180
Position 115 017 .002
Type of org. 179%* 197#% .196

2 QWL-OCB 370%* 356%*
Gender-OCB 254%% 259%*

3 QWL x Gender-OCB - 174%%*
R? .035 218 248
AR? .035 183 .030

Note:*p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375

0CB

2.8 1 l

2.2 2.6

3.5 3.9
QWL

4.8

Gender

— Mﬂ_le
== Female

OCB= Organizational Citizenship Behaviour; QWL= Quality of Work Life
Figure 4.4: Moderating role of Gender in QWL-OCB relationship

99



4.14.2 Hypothesis 8b
Hypothesis 8b stated that Position (junior, middle and senior position) moderate the relationship

between QWL and OCB. Step 1 covered interaction of demographic variables with OCB. Step 2,
covered interaction of QWL and Position with OCB which show significant contribution of QWL
(B=.368, p<.01) and non-significant contribution of position (f=.034, p>.05). Step 3 ran both QWL
and position along with Interaction term created by multiplication of QWL and position. Interaction
term failed to significantly influence OCB (B=.014, p>.05) and also, there was no change in direct
influence of QWL. Table 4.21 show the results of the moderation test. Therefore, the result did not
support Hypothesis 8b.

Table 4.21: Multiple Regression Analysis (QWL as PV, Position as Moderator, OCB as DV)

Variables Step 1 Step 2 Step 3

1 Constant 3.134 3.075 3.073
Age -.149 -.204 -.205
Gender 253%% 253%% .253*
Type of org. 130 .194 .194

2 QWL-OCB 368%* 370%*
Position-OCB .034 .033

3 QWL x Position-OCB 014
R? .083 219 219
AR? .083 136 0

Note: *p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375

4.14.3 Hypothesis 8c

Hypothesis 8c stated that type of organization (Public and Private Organization) moderate the
relationship between QWL and OCB. Step 1 covered interaction of demographic variables with
OCB. Step 2, covered interaction of QWL and type of organization with OCB which show
significant contribution of QWL (B=.370, p<.01) and type of organization (f=.197, p<.01). Step 3
ran both QWL and type of organization along with Interaction term created by multiplication of
QWL and type of organization. Interaction term significantly influenced OCB (p=.095, p<.01) and
also, there was a slight increase in direct influence of QWL from .370 to .395. Table 4.22 show the
results of the moderation test. Figure 4.5 represents a graphical representation of this interaction,
showing a clear difference in the slopes of QWL and OCB based on type of organization difference
i.e. private and public organization. The Mean OCB was higher for Public organization/QWL
participants compared with Private organization/QWL participants. Therefore, the result supports

Hypothesis 8c.
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Table 4.22: Multiple Regression Analysis (QWL as PV, Type of organization as Moderator, OCB
as DV)

Variables Step 1 Step 2 Step 3

1 Constant 3.202 3.435 3.437
Age -.120 -.202 -.203
Gender 265%* 254%% 253%%
Position .088 017 .009

2 QWL-OCB 370%%* .3957%#%*
Type of org.-OCB 197%* .194%*

3 QWL x Type of org.-OCB .095%*
R? 077 218 237
AR? .077 141 .019

Note: *p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375

4.7 4 . Type of org.

— Private
=== Public

4.4 1

4.2 4

4.0 1

0OCB

3.7 1

3.5 1

3.2 1
1 1 1 1 1 1 1
2.2 2.6 3.0 3.5 3.9 4.3 4.8
QWL

OCB= Organizational Citizenship Behaviour; QWL= Quality of Work Life
Figure 4.5: Moderating role of type of organization in QWL-OCB relationship
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415 ACCOMPLISHMENT OF OBJECTIVE NINE

The ninth objective of our study was to study moderation effect of demographic variables in
relationship between RC and OCB (Figure 4.6). This objective was tested by drawing three
hypotheses (hypothesis 9a, hypothesis 9b and hypothesis 9¢) from the objective, each considering
one of each demographic variable as moderator (gender, position, type of organization). Hypothesis
9a dealt with Gender as moderator; Hypothesis 9b dealt with position as moderator; and Hypothesis

9c dealt with type of organization as moderator.

Moderators
Gender
Position

Type of org.

RC y 0OcCB

Figure 4.6: Moderated path between RC and OCB

4.15.1 Hypothesis 9a

Hypothesis 9a stated that gender (male and female) moderate the relationship between RC and OCB.
Step 1 covered interaction of demographic variables with OCB. Step 2, covered interaction of RC
and gender with OCB which show significant contribution (f=.561, p<.01) and (B=.171, p<.01).
Step 3 ran both RC and Gender along with Interaction term created by multiplication of RC and
gender. Interaction term significantly influenced OCB (= -.170, p<.01) and also, there was a
reduction in direct influence of QWL from .561 to .538. Table 4.22 show the results of the
moderation test. Figure 4.7 represents a graphical representation of this interaction, showing a clear
difference in the slopes of RC and OCB based on gender difference i.e. Male and female. The Mean
OCB was higher for Male/RC participants compared with Female/RC participants initially, but with

increase in OCB the gap has been covered by females. Therefore, the result supports Hypothesis 9a.
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Table 4.23: Multiple Regression Analysis (RC as PV, Gender as Moderator, OCB as DV)

Variables Step 1 Step 2 Step 3
1 Constant 3.469 3.469 3.431
Age -.163 -.167 -.150
Position 179 263 274
Type of org. d15%* .006** .008**
2 RC-OCB 561%** .538%**
Gender-OCB AT71%% 52%*
3 RC x Gender-OCB - 170%%*
R? .083 381 .383
AR? .083 298 .002

Note: *p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375

Gender

— [
== Female

OoCB

224 7

| |
1.8 2.3 2.9 34 3.9 4.5 5.0

Role Clarity
OCB= Organizational Citizenship Behaviour
Figure 4.7: Moderating role of Gender in RC-OCB relationship

4.15.2 Hypothesis 9b

Hypothesis 9b stated that Position (junior, middle and senior position) moderate the relationship
between RC and OCB. Step 1 covered interaction of demographic variables with OCB. Step 2,

covered interaction of RC and Position with OCB which show significant contribution of QWL
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(B=.563, p<.01) and non-significant contribution of position (=-.009, p>.05). Step 3 ran both QWL
and position along with Interaction term created by multiplication of QWL and position. Interaction
tern failed to significantly influence OCB (f=-.045, p>.05). Table 4.24 show the results of the
moderation test. Therefore, the result did not support Hypothesis 9b.

Table 4.24: Multiple Regression Analysis (RC as PV, Position as Moderator, OCB as DV)

Variables Step 1 Step 2 Step 3

1 Constant 3.134 3.065 3.081
Age -.149 -.162 -.166
Gender 253%* A72%* .168**
Type of org. 130%* 265%* 267

2 RC-OCB 563%* 558%*
Position-OCB -.009 .012

3 RC x Position-OCB -.045
R? .083 381 .383
AR? .083 .298 .002

Note: *p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375
4.15.3 Hypothesis 9c

Hypothesis 9c stated that type of organization (Public and Private Organization) moderate the
relationship between RC and OCB. Step 1 covered interaction of demographic variables with OCB.
Step 2, covered interaction of RC and type of organization with OCB which show significant
contribution of RC (B=.561, p<.01) and type of organization ($=.263, p<.01). Step 3 ran both RC
and type of organization along with Interaction term created by multiplication of RC and type of
organization. Interaction tern significantly influenced OCB (B=.182, p<.01). Table 4.25 show the
results of the moderation test. Figure 4.8 represents a graphical representation of this interaction,
showing a clear difference in the slopes of RC and OCB based on type of organization difference
i.e. private and public organization. The Mean OCB was higher for private organization/RC
participants compared with Public organization/RC participants initially but become vice-versa after
reaching mid-point. Therefore, the result supports Hypothesis 9c.

Table 4.25: Multiple Regression Analysis (RC as PV, Type of organization as Moderator, OCB as
DV)

Variables Step 1 Step 2 Step 3
1 Constant 3.202 3.604 3.631
Age - 120%* -.167 -.155
Gender 265%* A71%% 165%*
Position .088 .006 .001
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Variables Step 1 Step 2 Step 3
2 RC-OCB S61%* 549%*
Type of org.-OCB 263%* 227%*
3 RC x Type of org.-OCB 182%*
R’ 077 381 412
AR? .077 304 031

Note: *p<0.05, **p<0.01, PV=Predictor variable, DV= Dependent variable, N=375

CurrentORG

— Private
=== Public

oCB

26417

1 |
1.6 2.3 2.9 3.4 3.9 4.5 3.0

Role Clarity

OCB= Organizational Citizenship Behaviour
Figure 4.8: Moderating role of type of organization in RC-OCB relationship

416 PROPOSED MODEL FIT

In order to test the proposed model fit with QWL and RC as independent variables and demographic
variables i.e. age, gender, position and type of organization as controlled variables, CFA was
deployed. The fit indices were as follows :{y* (Chi-square) = 198.44 and df=82}, p<0.01,
CMIN/DF=2.43, GFI1= .91, CFI1=.93, TLI =.94, RMSEA =.051. The fit indices show that the model
is robust (Figure 4.9).
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Figure 4.9: Proposed Model
4.17 SUMMARY OF THE CHAPTER

Table 4.26: Summary of the hypotheses Results

Hypothesis Results

Hypothesis 1a: QWL varies with male and female employees Partially
Supported

Hypothesis 1b: QWL varies with position held by employee (lower, middle | Partially

& senior) in the organization Supported

Hypothesis 1c: QWL varies in public and private organizations. Partially
Supported

Hypothesis 2a: RC varies with male and female employees Supported

Hypothesis 2b: RC varies with position held by employee (lower, middle & | Not Supported

senior) in the organization

Hypothesis 2c¢: RC varies in public and private organizations. Not Supported
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Hypothesis

Results

Hypothesis 3a: OCB varies with male and female employees

Partially
Supported

Hypothesis 3b: OCB varies with position held by employee (lower, middle
& senior) in the organization

Not Supported

Hypothesis 3c: OCB varies in public and private organizations.

Partially
Supported

Hypothesis 4a: Manager/supervisor support will be positively related to
OCB

Supported

Hypothesis 4b: Freedom from work related stress will be positively related
to OCB

Supported

Hypothesis 4c: Salary & additional benefits will be positively related to
OCB

Supported

Hypothesis 4d: Relationship with work colleagues will be positively related
to OCB

Supported

Hypothesis 4e: Involvement & responsibilities at work will be positively
related to OCB

Supported

Hypothesis 4f: Communication, decision-making & job security will be
positively related to OCB

Supported

Hypothesis 4g: Job satisfaction will be positively related to OCB

Supported

Hypothesis 5a: Co-worker related role clarity will be positively related to
OCB

Supported

Hypothesis 5b: Work related role clarity will be positively related to OCB

Supported

Hypothesis Sc: Appraisal related role clarity will be positively related to
OCB

Supported

Hypothesis 6: RC will mediate the relationship QWL and OCB relationship

Partially
Supported

Hypothesis 7: QWL will mediate the relationship RC and OCB relationship

Partially
Supported

Hypothesis 8a: The relationship between QWL and OCB is moderated by
gender

Supported

Hypothesis 8b: The relationship between QWL and OCB is moderated by
position held

Not Supported

Hypothesis 8c: The relationship between QWL and OCB is moderated by
type of organization

Supported

Hypothesis 9a: The relationship between RC and OCB is moderated by
gender

Supported

Hypothesis 9b: The relationship between RC and OCB is moderated by
position held

Not Supported

Hypothesis 9c: The relationship between RC and OCB is moderated by type
of organization

Supported

107




108



Chapter 5

DISCUSSION

5.1 INTRODUCTION

The present study explored the function of quality of work life and its dimensions
(Supervisor/Manager Support, job satisfaction, freedom from work related stress, salary & additional
benefits, relationship with work colleagues, involvement & responsibility at work, communication,
decision making & job security); role clarity and its dimensions (co-worker related role clarity, work
related role clarity and appraisal related role clarity) in predicting organizational citizenship
behaviour in the Indian organization. The study also examined the role of demographic variables
(gender, position, type of organization) on the variables in the study. The said variables were
measured on the responses of Indian managers, with the help of three scales comprising of 91 items.
Consequently, to achieve study objectives appropriate statistical techniques (a judicious mix of both
descriptive and inferential techniques) were applied on recorded responses. Empirical findings
reported in chapter four have supported fifteen hypotheses (2a, 4a, 4b, 4c, 4d, 4e, 4f, 4g, 5a, 5b, 5c,
8a, 8c, 9a and 9c); seven hypothesis were partially supported (1a, 1b, Ic, 3a, 3c, 6 and 7) whereas,
five hypotheses (2a, 2c, 3b, 8b and 9b) were not supported. This chapter discusses the results in

relation to the previous researches.
5.2 ACCOMPLISHMENT OF OBJECTIVE ONE

The first objective was to assess the level of QWL in the Indian organizations with respect to
demographic traits i.e. gender, position and type of organization. For this all the seven dimensions,

which constitute the QWL construct in the present study were assessed using demographic variables.
5.2.1 Variation in QWL due to gender

While conducting test to determine the relationship between supervisor/manager support and gender,
the analysis achieved insignificant results. There was no difference found in supervisor/manager
support between male and female. The argument on this difference has been continuing from a long
time. Galinski et al. (1986) noticed that both male and female employees discusses their professional
as well personal problems with their supervisors/ managers but the frequency of the discussion was
found quite high in male compared to female. "For both men and women, having a supervisor who
was insensitive to work and family roles was most predictive of stress and, for men only, was
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associated with more frequent psychosomatic symptoms and greater work-family interference"
(Hughes & Galinsky, 1988). Other important factor that guides the relationship is the gender
similarity between supervisor and subordinate. Hill (1997) and Green et al. (1996) reported that the
exchange and support is likely to be lower when leader and follower are of different gender, while
same gender dyads report higher level of relationship. Cactus Communications, a research firm
which started in 2002 follow a policy of gender diversity with gender ratio of 1:1 (Chaturvedi et al.,
2014). Equal support and opportunity is provided to all the employees despite of the gender. The
absence of stringent supervisor-subordinate process makes it easy for employees to approach

supervisor for support.

In Indian context, the exchanges with opposite gender is limited and also the phenomenon of glass
ceiling exists. Also, lot of efforts are put by organizations to make the workplace an equal
opportunity centre. The male employees have abundance of chances to create a report with the
superior. But, despite of these reasons the supervisor/manager support was found to be insignificant
because of the phenomenon of ‘ingratiation’ (Rai, 2009). According to Dienesch and Liden (1986),
only two type of behaviours by employees can influence supervisor’s perception i.e. upward-
influence tactics and performance. Now a days, female have proven there might at par with male
employees. So, what becomes deciding factor is upward-influence tactics. Ingratiation is an upward-
influencing tactic for impression management and includes “other-enhancement, opinion
conformity, self- enhancement, self-depreciation, instrumental dependency, name dropping and
situation-specific behaviours” (Bohra & Pandey, 1984). In mixed gender dyads, though male
employees may have stronger relationship with supervisor, the level of support by supervisor will
be same for both the genders. Supervisors also use ingratiation to give impression of non-gender

biased approach of management.

In terms of freedom from work related stress, the result showed significant difference between male
and female employees, with male having higher mean score. It means that female are suffering from
higher level of work stress. This result is quite crucial as females are entering in every work domains,
even those which were perceived as male centric like armed forces, construction, power generation
etc. since Indian workplace are still male dominated, females suffer from greater stress, ill-health
and burnout (Goodman et al., 2003). The concern areas for female are family-work conflict, lack of
role models, less training, lack of challenging assignments. As already mentioned since, females are
less in numbers, their social support circle is smaller than men. And in Indian organizations, cross
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gender communication is still a taboo. Though, male also have high degree of stress still being
considered as primary livelihood earner. They are constantly struggling to provide better facilities
to their families. But, fraternization at workplace and outside the work also, help reduce the level of
stress to a great level. On the other hand, females have to perform multiple roles at work and home,

struggles to keep up with those roles (Aziz & Cunningham, 2008).

The third dimension of QWL i.e. salary and additional benefits also faced significant difference on
the bases of gender. Male employees were found to have higher level of salary and additional
benefits as compared to females. Recently a wage comparison online website ‘paycheck.in’
conducted a survey on 16,500 employed individuals in India on ‘gender pay gap in India’. The survey
was conducted in a span on 6 years (from 2006 to 2011). The findings are in synchronization with
our findings. The gap of 70 percent in 2008, came down to 40 percent in 2011. The results drawn
were shocking: gender pay gap increases with age, education, experience. Married (40 percent) and
widowed (60 percent) females are suffering more gender pay gap as compared to unmarried (27
percent). Yes, the gap has been reducing day by day, but are we doing enough? Do labour legislations
provide the protection to females from this gender biasness? Are there some provisions in

constitution to protect the right of women?

There are number of articles in the constitution of India which attempts to ensure equity on gender

pay “like:

eArticle 14: Men & women to have equal rights & opportunities in the political, economic & social
spheres.

eArticle 15(1): Prohibits discrimination against any citizen on the grounds of religion, race, caste, sex
etc.

eArticle 15(3): Special provision enabling the State to make affirmative discriminations in favour of
women.

eArticle 16: Equality of opportunities in matter of public appointments for all citizens.

eArticle 39(a): The State shall direct its policy towards securing all citizens men and women, equally,
the right to means of livelihood.

eArticle 39(d): Equal pay for equal work for both men and women

eArticle 42: The State to make provision for ensuring just and humane conditions of work and

maternity relief.
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eArticle 51 (A) (e): To renounce the practices derogatory to the dignity of women.” (Gender Pay Gap

in India- paycheck.in, 2015).

“The Indian Government has passed various Acts to ensure equal pay and equal treatment at

workplace. These Acts are as follows:

eWorkmen’s Compensation Act, 1923: Aimed at providing financial protection to the workmen &
his / her dependants in case of accidental injury by means of payment of compensation by a certain
class of employers. Due to the difference in bargaining power there are chances that the woman may
be subject to exploitation. This act helps to avoid that risk.

Minimum Wages Act, 1948: To provide for a statutory fixation of minimum wages, since workers
are poorly organized & have a less bargaining power in India. There is no different wages paid for
women workers.

eFactories Act, 1948: Introduced to regulate the condition of labourers employed in the factories.

e Contract Labour (Regulation and Abolition) Act, 1970: Provides for the separate provision for
utilities and fixed working hours for women.

e Equal Remuneration Act of 1976: Provides for equal pay to men & women for equal work. Act
was enacted keeping in mind the unequal physical & sociological burden a woman faces at the time

of child bearing & rearing.” (Gender Pay Gap in India- paycheck.in, 2015).

This shows that framework for creating gender pay equality at workplace is at place, the concerned
area is the willingness and execution on the part of society and management. Another very important
aspect of the gender pay gap is related to female’s expectations from themselves. Various studies
(Heckert et al., 2002, Hojat et al., 2000) found that female expect and quote less salary to work for
as compared to men. Even after providing the current salary expectations, female continue to demand
lesser salary. While trying to find the answer to this question, Major and Konar (1984) listed out five
factors i.e. gender differences in career path, objective job input, and expected pay for comparison
to others, importance given to various job characteristics and self-perception of job input. Females

generally have a self-perception about inferior inputs compared to male employees.

In terms of relationship with work colleagues, significant difference was found between male and
female. Male employees secured higher mean score as compared to female employees. These results

are against the past studies (Browne 2002, Suzuki et al., 2006) which have advocated that females
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receive much rich relationships at work as compared to male employees. As per barrera and Ainlay
(1983) relationships can be categorized into six meaningful dimensions: “(1) material aid (money,
services), (2) behavioural assistance, (3) intimate interaction (listening, caring), (4) guidance
(advice, instruction), (5) feedback, and (6) positive social interaction”. As per Cook (1985), two
dominating traits of masculinity are independence and self-confidence; and two dominating traits of
female are nurturing and affiliation. In Indian context, where majority of workforce is male, males
have advantage of being part of multiple fraternities. Relationships with co-workers generally
extends to after work activities also. Male enjoys wide support system from co-workers, friends, and
family whereas females being limited in number at workplace have fewer options to interact and in
terms of social support they have generally husbands. Wide spread effect of Glass-ceiling at
workplace has its effect on relationship with co-workers in cases of female employees. Co-workers
continue being helpful till female employees are at lower positions in organizations. With rise in

position at workplace, support and relationship goes down.

In regard to Involvement and responsibility at work, significant difference was found between male
and female. Female employees had higher mean score compared to male employees. It shows female
employees are more involved in their work as compared to male employees. Western studies have
found that there exist no difference in job involvement on the basis of gender (Elloy et al., 1991,
Knoop, 1986; Lambert, 1991, Singh et al., 2004). Our results are in contradiction with western
studies. Female employee in Indian organizations have limited opportunities as most of the
occupations are male dominated and still to a large extent women have to struggle a lot to get into
those occupations. Since, the options are limited, females tend to stick to the job and tries to give
their best at what they do. Working females have to face multiple pressures from society, family and
even work colleagues. Females have to establish themselves by providing highly involved work
outcomes, because there exist a perception in the minds of male co-workers of females being less
capable comparatively. Moreover, because of huge pay gap at workplace, female have to put extra

efforts to earn the same livelihood as compared to male.

Communication, decision making and job security, which can also be termed as efficient managerial

communication with employees (Bell & Martin, 2014) have been studied from decades. Surprisingly

the studies till now have although focussed upon role of leader’s gender in managerial

communication (Cho et al., 2008; Eagly & Johnson, 1990; Palmer & Kandasaami, 2014; Smeltzer

& Werbel, 1986, Wilkins & Andersen, 1991). Studies are silent on the role of employee’s gender in
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managerial communication. The present study also confirms this by showing insignificant difference
between male and female. It shows that employee’s gender do not matter to top management while
passing on the useful information to the employees. There is no partial behaviour in selecting and
passing on important news and decisions to employees which are crucial towards making employees

more confident about their and organization’s future and health.

The present study show significant difference in male and female employee’s job satisfaction. The
mean score is in favour of female employees, stating female employees enjoy higher job satisfaction
compared to male employees. Our findings are consistent with past studies (Bender et al., 2005;
Clark, 1997; Roxburgh, 1999; Sousa-Pouza and Sousa-Pouza, 2000). These findings gives a feeling
of paradox, since, female employees have been targets of low pay, discrimination, glass ceiling, high
stress compared to male employees. This paradox can be explained with the help of three reasons:-
females generally have lower expectations as compared to male employees, which got satisfied
easily and fast; female uses socialization to express and remove their unrest and discontent; and
female employees’ value different job characteristics as compared to male employees. Female
employees give less value to monetary benefits and want more of quality of work life as compared

to male counterparts (Chui, 1998).
5.2.2 Variation in QWL due to type of organization

Hypothesis 1b dealt with testing the various QWL dimensions on the basis of difference on the basis
of type of organizations i.e. Private and public organizations. Significant difference was found
between private and public organization in Supervisor/manager support. Private organizations had
high mean score of 3.66 as against 3.35 mean score of Public organizations. No specific study has
been conducted to know the difference between Supervisor/Manager support between private and
public organization. Studies (Griffin et al., 2001; Vidédnénen et al., 2003) have found moderate to
high level of supervisor support in private sector. Private organizations are goal and profit driven,
and usually have higher job demand. Therefore, supervisor or the manager need to be supportive
with the employees, so as to get the desired output. Moreover, because of the high turnover rate in
private sector, there is always pressure on managers from top management to be supportive with the

employees and try to solve the problems they are facing both on personal and professional fronts.

While understanding the role of type of organization in freedom from work related stress, no

significant difference was found between private and public organizations. Our results are in
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confirmation with study by Macklin et al. (2006) but against the results obtained by Lim and Pinto
(2009). Though jobs of both private and public organizations have their own merits and demerits,
the coping mechanisms deployed and organization policies to handle the stress in employees have
been developed now in Indian organizations. In public organizations, more focus is given to provide
leisure time with family, limited working hours etc. On the other hand, private organizations use
employee engagement practices like idea sharing, regular meetings etc. to reduce stress. Private
organizations have started providing stress buster facilities like gymnasiums, indoor games like
snooker, table tennis, air hockey and many more. Modern workplaces have diverse workforce,
therefore, Indian workplaces can be seen in many themes to celebrate various festivals. All these
policies and practices are working in favour of both public and private organizations to reduce the

stress.

Salary and additional benefits were also found to be indifferent across the private and public
organizations. Monetary and non- monetary benefits in public and private organizations have been
always matter of debate in India. Historically, public sector was believed to give lower salary but
high perks. But, this perception changed after the application of recommendations of 6™ Pay
Commission by Government of India. Now public sector enjoys high level of salary packages as in
the case of private sector. Both, public as well as private sector organizations are forthcoming in
application of incentive schemes and pay according to the performance. It will help in reducing

turnover among employees and also increase the goodwill of the organization.

Relationship with co-workers was also found to be unaffected by the type of organizations. There
existed an insignificant difference between mean scores of public and private organizations.
Although, there is no difference in the level of relationship with co-workers in both private and
public organization employees; the reasons can be different. In public organization, due to lifelong
employment in same organization, employees tend to form bond with the co-workers during long
term of employment. Employees get used to the style of working of specific co-workers and get lot
of time to adjust their behaviour to deal with the co-workers. On the other hand, in private
organizations, the time duration to understand the co-workers is less because of huge turnover.
During, the short duration of working together, employees have to learn to adjust and understand
each other because of inter-dependence of work and organization’s intolerance towards non-

performers. So, one relationship can be attributed because of choice and other because of necessity.
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On using t-test to understand the role of type of organization in Involvement and responsibility at
work in employees, insignificant difference was found between the private and public organization
employees. Shockingly, Involvement and responsibility at work was found to be quite low in both
private (Mean= 1.87) as well as public (Mean= 2.09) organizations. Job involvement is the degree
of psychological relationship of employee with his/her job (Cooper-Hakim & Visweswaran, 2005).
This shows that employees don’t connect with their job and don’t appreciate what role they are in.
this can be because in India, jobs are taken as a mean of earning livelihood and not as a passion like
in western countries. Generally, passion and skills lies in different domains of work. Management
can use job rotations and internal job posting as a mean to place employees at the place they want to

be.

Communication, decision making and job security was also found to be indifferent to the type of
organization. Both public and private organization employees rated Communication, decision
making and job security as high (Mean= 3.91 for Private organization; Mean 3.82 for Public
organization). Organizations have realized the fact that clear communication is the basis of strong
relationship between management and employees. It reduces the effect of grape-wine rumours,
which are quite harmful for the organization as well as employees because it creates an environment
of dis-trust among the employees on management. Decision making which is defined as “the process
of finding the best option among the feasible alternatives” (Mahdavi et al., 2008), should be
communicated on timely manner to employees. Regular communication of news, decisions made by
management and other relevant information helps create trust on organization (Asawasakulsorn,

2009).

While testing the job satisfaction in public and private organizations, a significant difference was
found between both of them. Surprisingly, private sector employees reported a higher job satisfaction
(Mean= 3.59) as compared to public sector employees (mean= 3.42). Past studies have given mixed
results regarding level of job satisfaction in private and public organizations like Kovach (1990) and
Wang and Wang (2012) supported that private organization employees have higher level of job
satisfaction; studies like DeSantis and Durst (1996) and Posner and Schmidt (1982) support that
public organization employees have higher degree of job satisfaction. Also, there are some studies
like Cho and Lee (2001) and Schneider and Vaught (1993) which were inconclusive. Results of
present study support findings of Kovach (1990) and Wang and Wang (2012). Although the job
satisfaction is moderate to high but private organization employees now enjoy more job satisfaction
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because of people friendly HR policies. Apart from high monetary incentives, private organizations
have developed their workplace in accordance with needs of modern workforce. This is the reason
why almost all of the Top 100 great places to work are from private sector (Chaturvedi et al., 2014).
Public organizations need to follow the footsteps of private organizations to develop the new

workplaces according to changing demands of Indian workforce.
5.2.3 Variation in QWL due to position

The third sub-hypothesis of Hypothesis 1 was to find significant differences in QWL dimensions on
the basis of position held/organizational hierarchy. On testing for the significant difference if any on
supervisor/manager support on the basis of job position, insignificant results were reported. There
exists no difference between junior, middle and senior position holders on the level of support they
get from there supervisor or manager. Shanock & Eisenberger (2006) along with Ojha (2014b)
advocated that support from management is equally important to all the level of employees, and even
supervisor’s productivity increases in presence of management support. Our finding also confirms
these results, by reporting high level of support from supervisor/manager at all hierarchical levels
and no significant difference between them. It shows management do value the importance of

support to employees and implements it as well.

Freedom from work related stress was not affected by the position held by employee. With junior
level (Mean=3.53); middle (Mean=3.53) and senior (mean= 3.62) level employees having moderate
level of scores. Present study’s results are in disjoint with the past studies (Bacharach et al., 1993;
Revicki & May, 1989) which advocated that status do have influence on the stress level of
employees. Present studies results show that organizations are not only providing stress relieving
facilities to senior position holders but to lower position employees as well. In modern workplaces,
the recreational activities are open to all the employees irrespective of the level of his/her in the
organization. This is a healthy practice which is giving good results in terms of reducing the stress

level in employees.

As expected, salary and additional benefits was found to be significantly different in position held
by employees. Post-hoc test signalled significance difference between senior and junior level
employees. With senior position holders (Mean= 3.49) having higher mean as compared to junior
level employees (Mean=3.10), present study is in loop with previous studies (Grund & Westergaard-

Nielsen, 2008; Leonard, 1990; Mahoney, 1979). The non-equity between salary and benefits levels
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has much far reaching effects like unrest, false distributive justice perception; dis-trust; which need
to be addressed by the employer. The moderate level of results for all the levels of employees shows
that the dis-satisfaction regarding salary is present in all the employees. Wang et al. (2014) also
mentioned that dis-satisfaction spread through word of mouth among individuals. Organization need
to consider these facts immediately specially in unionized economies like India, where salaries and

bonuses are one of the main reasons for labour unrests and violence.

Relationship with co-workers was also found to be significantly different for employees holding
different positions at organization. Post-hoc test significant difference between senior and junior
level of employees with senior position holders having higher mean (Mean= 3.92) and junior
position holders having low mean (Mean= 3.62). Studies (Cole & Bruch, 2006; Harris, 1990; Tirole,
1986) also reported similar results. The variation in the score between position can be because of the
fact that employees on senior or supervisory position have to communicate a lot with employees of
all levels, senior for instructions, managers for coordination’s and junior to supervise. They have
maintain cordial relationship with all, for smooth functioning of organization. On the other hand,
employees at junior level have to just to take orders from supervisors and most of the interaction
which happen with peers is of informal nature. Self-esteem has been also found to contribute to

effectiveness in group and teams (Dhar et al., 1999).

Involvement and responsibility at work was not found to be significantly different for employees
holding different positions. Also, the level of job involvement and responsibility handling among all
the level of employees was found to be low. The findings are against the findings of previous studies
(Franz & Robey, 1986; Schminke et al., 2002). The reason can be the result of lack of attachment
with the organization and identifying with the work performed. Another aspect can be the monotony

in the work.

Communication, decision making and job security was found to be significantly different for
different position holders. Post-hoc test suggests that significant difference exists between senior
and middle level employees. The results are in confirmation with previous studies (Olchi, 1978; Rice
& Shook, 1990). Also, all the position holders i.e. junior, middle and senior have higher mean of
3.83, 3.80 and 4.05 respectively. Since, senior position holders are near in hierarchy to top
management, they enjoy easy access and frequency of communication from top management. Since,

they are the once who get to communicate the information to next lower levels, they get clear
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understanding and full information on the managerial decisions or other type of relevant information.
With the decrease in the level of hierarchy, the biasness and filtration can creep in which leads to
increase in dis-trust in lower level employees and hence, can lead to grapevine chain of information
sharing which can be problematic for the management sometimes. Decreased level of perception of

clear communication leads to increased job insecurity in employees.

Job satisfaction was also found to be significantly different for various position holders, with
significant difference between junior and senior level employees. Senior level employees reported
higher level of job satisfaction (Mean=3.64) as compared to junior level (Mean= 3.39). With increase
in the hierarchical level in organization, both extrinsic motivation factors like salary, power,
authority etc.; and also, intrinsic motivation factors like respect, reputation, happiness etc. get
fulfilled. Studies (Arches, 1991; Lund, 2003) do show signs that organizational hierarchy do impact
overall level of satisfaction in the organization. Present study also support those observations, with
employees at lower level having low level of job satisfaction. The dis-satisfaction can be the outcome
of the low level of salary and respect they usually get in the organization. Also, perception that

management is always reluctant in doing anything good for lower level employees.
53 ACCOMPLISHMENT OF OBJECTIVE TWO
5.3.1 Variation in Role Clarity due to gender

Present study’s second objective was to understand the role of demographic variables i.e. gender,
position and type of organization in role clarity. The first hypothesis i.e. hypothesis 2a was to

understand function of gender in role clarity dimensions.

On using t-test, significant difference was found between male and female employees in co-worker
role clarity, with male employees having higher mean (Mean= 4.19) as compared to female
employees (Mean= 3.98). Even studies like Major and Adams (1983) and Greenglass et al. (1998)
have found existence of gender related difference in interpersonal orientations with co-workers. As
already mentioned, Indian workplaces are male dominated and women get less chances of
communication with the co-workers as compared to male employees. Although co-worker role
clarity is high in both the genders, it is somewhat higher in male employees. Less number of females
at workplaces is also one of the reasons. If the number of females at Indian workplaces increases,

the scores can get equal also. Opposite genders cannot express themselves and their expectations
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fully to other because of fear of being considered as rude or crossing the line while doing so. Gender

sensitivity programs may help in bridging this gap in communication at workplace.

Work related role clarity was also found to be significantly different in male and female employees
with male employees having higher means score (Mean = 3.96) as compared to female employees
(Mean = 3.89). Johnson et al. (1996) found that although most of the role behaviours of male and
female employees are same, however, female employees have more agreements and male employees
have more counterarguments. Present study partially supports these results with although high score
in both the gender category but slightly higher score in male than female. This can be because of
females have to shift between different roles in a day; employee at workplace, wife and mother at
home. All these roles requires lot of effort and energy on the part of women and a slight reduction
in clarity is expected when this process is repeated every day. Which is also the reason of burnout

sometimes.

Just like co-worker related role clarity and work related role clarity, appraisal related role clarity is
also found to be significantly different in male and female employees with mean score higher in
male employees (Mean= 3.80) as compared to female employees (Mean = 3.74). Beyer (1990) gave
a compelling argument on gender difference on assessing appraisal system by using self-consistency
theory. In masculine-gender-typed tasks men have high expectations from themselves and also
perform overly positive self-evaluation on its clarity; whereas, in the similar kind of tasks, women
holds low expectations and generally an overly negative self-evaluation. These behaviours by both
the genders leads to self-perception biases. It has been observed that female employees have lower
expectations from themselves and also from performance appraisal system because of the reference
points. Here also, gendered biased behaviour is followed by male and female employees. Male
employees uses males as their reference points and female uses females as reference points for
checking for equity in the system. Since, female employees have historically have been paid less,
female employees places themselves at higher level compared to reference person. Hind & Baruch
(1997) mentioned that female and male employees also varies on the terms of career motivation and
evaluation. Female employees uses subjective criteria like job satisfaction, work life balance etc.
while appraising their work and role; whereas male employees uses objective measures like salary,

benefits, position attained, power while appraising their work and role.
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5.3.2 Variation in Role Clarity due to type of organization

Hypothesis 2b was to find out the significant difference between type of organization i.e. Private and
public organization in role clarity dimensions. On using t-test, results signalled that there exist no
difference between employees of private and public organizations on co-worker role clarity. The
results show high level co-worker clarity in both the type of organization. Our results are in not in
confirmation with the result of comparative study conducted by AbuAlRub et al (2009) on hospital
nurses. Although the expectations of co-workers may vary in public and private organizations, but
they are equally important part of employees’ work life. In private organizations, the expectations
and communications between co-workers may be more of work related, formal and direct. In public
organizations the expectations and communications can be more of indirect. The employees are
aware about the culture and style of working of organization when they join the organization,
whether it is private or public. If He/she is mentally ready to be a part of the system, it becomes easy

to follow on the expectation and demands of co-workers including seniors, juniors and peers.

Work related role clarity was also found to be indifferent in employees of public and private
organizations. The mean score of both public and private organization employees were on higher
side. Modern organizations follow hybrid structure of hierarchy and control because they have work
on projects and the reporting relationships as well as the job descriptions keeps on changing. The
ever evolving competition forces organization to new systems of control of work (Mahdavi et al.,
2007). Therefore it becomes really important for modern day workforce to have clear understanding
of their changing role and work expectations. Since, roles are interdependent employee cannot be
lenient on his part and let entire team suffer. He/she needs to be pro-active in approach. The
observations by Boyne (2002) that structure of public organizations makes them less agile; is slowly
getting diminished with public organizations restructuring themselves and also using disinvestment

to allow private partnerships.

Appraisal related role clarity also gave insignificant difference between public and private
organization. Both public and private organization employees’ mean score was falling in moderate
level. Abu-Doleh and Weir (2007) found that in private organization, performance appraisal has
more value and seriousness as compare to public organizations. In present study, both public and
private organization’s employees have similar kind of clarity regarding appraisal system. It means

that they are aware about how the performance appraisal is conducted and how much value it has in
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promotions and other kind of increments. In private organization, promotions are merit based and
are quite objective in approach. Employees are moderate to highly clear about the parameters on
which they are going to be evaluated. On the other hand, in public organizations, promotions are not
totally based upon the merit but other subjective factors like duration of service and reservations are
also considered. This leaves employees is a bit of non-clarity. That is why we received a moderate
score from public organizations. Both private and public organizations have a long way to go to

make employees fully aware about the measures of their evaluations.
5.3.3 Variation in Role Clarity due to position

Hypothesis 2¢ dealt with understanding the difference in role clarity between employees on various
hierarchical position i.e. junior, middle and senior positions. Co-worker related role clarity was not
found significantly different across position in the study. The scores were high across all positions
showing position holders at all levels knows the importance of having and understanding the co-
workers. Co-workers are necessary part of a healthy workplace satisfaction. Human beings are social
in nature and cannot work in solitude always. They need to have people around to share emotions
about work and about personal life as well. Ferres et al. (2004) mentioned that importance of co-
worker in work life and also stressed on the importance of co-worker relationship in increasing
commitment and reducing the turnover in employees. Not mere knowing the expectations of co-
workers is enough, an employee’s co-workers role clarity also includes arranging those expectations
from peer, seniors, juniors etc. in according to priority. It shows which task is more important than
others. Employees have to balance between importance given to seniors, peers and juniors because
if he/she gives too much importance to one, the other groups will get offended easily and employees
can be out casted from group. Organizations should continue investing in activates which increase

the trust and bond between employees, which is necessary for a healthy workplace.

Insignificant results were also found between the positions held while analysing work related role
clarity. Work related role clarity was between moderate to high, which is a good sign for the
organization. Since, the employees are clear of the expectations organization have from them. Work
related role clarity includes the functions surrounding a specific role like accountability, financial
authority, material authority, reporting relationships etc. clear work relationships are really important
since, the work is inter-related in organizations; output of one unit is input for another one. Therefore,

glitch or mis-understanding can sabotage the entire operation. Rules and regulations followed should
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be clear and on tips on the employees of all the levels since they are useful for uniform output and
reaching organizational goals. In doing so, every employees mush know his/her level of authority
and should not overstep on another employee’s authority. He/she should be clear about whom to
give orders and from whom to take orders. In modern organizational structures, where there can be
more than one boss, employee need to be extra careful of what and whom to give priority to

otherwise it could lead to disputes and mis-understandings (Nickerson, 1999).

Appraisal related role clarity showed non-significant difference between various position levels in
the organizations. Also, all the levels were having moderate to high mean scores showing presence
of understanding of process of and expectations from the appraisal system in the organization. Three
important points can be raised considering importance of clear appraisal system. First, is it measuring
the output of the employees in unbiased manner? Appraisal system is there in place in almost all
organizations, but what distinguishes them is the effective utilization of it. Old appraisal systems
were not able to capture many of the efforts of employees but contemporary appraisal systems like
360 degree feedback system, management by objectives, behaviourally anchored rating scale
(BARS) accounts all aspects of employee’s jobs and efforts with respect to not only organizational
goals but also with co-workers and behaviours they exhibit to accomplish the work. Second, is
appraisal system rewarding the employees appropriately? If the performance review do not provide
the expected output to employee for the work they have performed throughout the period, then
employees will not have trust on the appraisal system and hence on the organization. Management
should provide the right incentive and reward to the right employees at right time. Third, are the
deserving employees getting promotions? Performance appraisal works on the policies and
procedures of promotions laid down by the management. These procedures and policies should be
fair and equitable in nature. All these points discussed should be provided to the employees on time
to have clear understanding of the job. What organization expect from them and what they can expect

from the organization in return.

54 ACCOMPLISHMENT OF OBJECTIVE THREE
The objective three was to comprehend the role of demographic variables in OCB dimensions. Data
analysis found various significant and insignificant differences in OCB dimensions due to

demographic variables.
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5.4.1 Variation in OCB due to gender

Hypothesis 3a dealt with comprehending the differences in OCB dimensions due to gender i.e. male
and female employees. Altruism recorded significant differences between male and female
employees, with male employees having higher mean score (Mean = 3.89) than female employees
(Mean = 3.66). These results are contradictory to past studies (Kark & Waismel-Manor, 2005; Lovell
et al., 1999; Morrison, 1994) which show female as having high level of altruism as compared to
male employees. As already mentioned that Indian workplaces are male dominated and cross gender
communication and help seeking is a taboo in Indian workplaces. Although Farell and Finkelstein
(2007) said that female employees are easily approachable and quite helpful too, but the hesitation
is there in the minds of male employees that it will be taken as a sign of weakness in male fraternity.
Also, masculinity norms suggests that male are ready to help but are hesitant to take help (McLean
Park, 1997). Also, there is absence of female role models in Indian organizations, who have shown
altruistic behaviour and have been appreciated for that. These point deter female employees from
putting extra efforts in providing help to employees. Also, female employees are preoccupied with
work and family tasks that little time is there to help co-workers as well in their work. On the other
hand, male employees are seen to give more time to work comparatively and also, interact with co-
workers after working hours as well. The increased bonding leads to increased helping behaviour.
Management should consider female employees as key to creating a co-operative environment.
Females, being soft spoken generally will also help in keeping positive and well behaved

environment at the workplace where the organization is facing trouble in employee behaviour.

Courtesy was also found to be significantly different for both male and female employees. Here also,
male employees score higher (Mean= 3.97) as compared to females employees (Mean = 3.74).
Present study gave contradictory result to study done by Lin (2008), which showed female
employees having higher score compared to male. Male employees create less problem for co-
workers by giving objective view on how to conduct his behaviour while working so as to not to
harm or deter the work of co-workers including peers, juniors and seniors. The close association
with co-workers gave them understanding of co-worker’s work as well and how his work is linked
to others around him. By providing output and information on time and in right formats helps co-
workers in smooth work flow. Specially in those industries where people work on shifts and share
the workspace with other co-workers, leaving the tools and other office equipment on their stipulated
space and conditions saves lot of time of co-workers who are coming after the shift got over. Female
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employees also have moderate result like male employees but it is lower than male. Since, female
employees have time crunch because of multiple tasks at work and at home and have to reach home
on time; they are not able to spare enough time and attention to needs and work of other co-workers.
Still, they try to do justice with all the role by as much as they could in the limited time. Performing
own role in accordance may not give surety of zero dis-comfort to co-worker from employee’s work
behaviour. One must understand, the links between various tasks. Both male and female employees
though have moderate scores, there is a huge scope of improvement. Role plays and rotation
exercises are one of the few ways through which employees can understand co-worker’s work and

expectations.

When t-test was used to comprehend role of gender in conscientiousness, it gave significant result,
showing significant difference between male and female employees. Male employees were higher
score (Mean = 4.05) as compared to female employees (Mean = 3.76). Male employees have high
mean score, whereas, female employees’ score lies in moderate category. According to the results
male employees are more connected to the work and believe in equity in pay and work, do not take
extra breaks, comes to the work regularly and follow rules and regulations of the organizations
without presence of any supervisor. These points signals towards loyalty towards work and
workplace. Being concerned about the workplace by taking extra precautions and being vigilant of
any mis-happening at workplace are signs of attachment towards the organizations. Presence of
conscientiousness in employees helps in creating open environment in organization, less supervision
and more autonomy; because, management get the feeling that employees consider workplace as

more than just a place to work.

Civic virtue, which means being concerned about the well-functioning of the company; undertaking
personal responsibility towards participation is political life of organization (Shragay & Tziner,
2011); has been found more in males than females. The results are not in consistency with
Diefendorff et al. (2002) which showed females as having a high civic virtue score. As females are
expected to show less civic virtue (Chiaburu et al., 2014), pressure gets created for male employees
to perform higher on civic virtue. Male employees as sole earners in most of Indian families have
much more at stake on the job, so they are more concerned about wellbeing of the organization and
want to have a constant check on improvements in organizations. This concerned behaviour in
employees can be used in empowering them with more control of their work, greater and conscious
participation of employees in management decisions could help the organization to grow and pass
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through turbulent times. Participation instruments like quality circles, representation on the Board

of Directors, etc. can be created to harness this potential in a positive manner.

Out of all the five dimensions, sportsmanship was the only dimension which gave non-significant
result with gender. Results of sportsmanship, having similar scores for both male and females.
Sportsmanship, which is usually seen higher in males (Diefendorff et al., 2002), gave equal results
for both the genders on Indian sample. It is a good sign for management as it shows resilience and
loyalty in employees. Both male and female employees show patience and keep calm in demanding
situation. Also, they know how to report and raise their point in a peaceful manner which do not
offend anyone in the organization. It helps to keep the environment in control. Employee keep
composure in small difficulties and only raise voice in significant incidents. This reduces lot of
burden from handling trivial matter off the shoulders of managers and supervisors and they can focus
on important issues. Management can go ahead with risky steps like expansion or structural change

with otherwise becomes quite difficult in opposition and distrust from employees.
5.4.2 Variation in OCB due to type of organization

Hypothesis 3b dealt with comprehending function of type o organization on OCB dimensions. As
can be seen in Table 4.14, all the dimensions gave insignificant results with respect to type of
organization i.e. private and public organizations. Altruism was found to be at similar level in public
and private organization with above then average mean scores. Altruism i.e. helping behaviour
(Sharma et al., 2010) was shown by employees irrespective of the type of organization; that means
that helping co-workers is not dependent on ownership of organization. Given the proper motivation,
employee do exhibit altruistic behaviour and help co-workers who have heavy workload. In both
type of organizations, employees have to deal and interact with the other employees, whether he/she
is senior, junior, or peer. Helping each other increases the bonding between employees. In private
organization, the interaction is frequent therefore, employees tend to become friendly and helpful.
In new organizational structures, emphasis is given to dissemination of knowledge i.e. open
organizations, agile structures; these kind of organizations develop because of sharing of knowledge
and increasing the expertise of all the employees. This is not possible without employees being
helpful in nature. In public organizations, long term of relationship develops the bonding between
the organizations; since, the employees have to be with same individuals for decades, there is no

option but to have a harmonious relations with the co-workers. Otherwise, it would become difficult
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to spend this long time in solitude. Therefore, both public as well private organizations have the

mechanism to make employees helping.

Courtesy refers to those behaviours that are focused on preventing problems to coworkers. The real
contribution of these behaviours is in keeping the smooth functioning of organization, and involves
both informal and formal cooperation among coworkers (Organ, 1997). Indian employees,
irrespective of the type of organization, are found to prevent problems with co-workers and are
thoughtful in maintaining smooth flow of work in organization. This behaviour comes from the
respect for the work done by co-workers. Those employees who knows the implications of their
behaviour on other co-workers cannot take those actions which deter others from performing their
duties in cordial manner. Organizations follow stringent quality norms in their operations, and there
is zero intolerance for any glitch, no-matter how small it is and who has caused it. In this kind of
high quality standard, employee becomes self-motivated to help organization to reach the quality
standard. These kind of self-regulating behaviours are the foundation of high benchmarking by
organization. It leads to reduction in accidents at workplace and chances of error because of

automatic check by employees.

Conscientiousness, which is generalized compliance and impersonal contributions of employee
towards organization like adhering to rules and regulations, excellent attendance (Organ & Ryan,
1995) was not found to be significantly different in private and public organizations. The mean score
of employees from private organization was 3.94 and for public organization was 3.96, which are on
higher side. Indian employees have understood and appreciate the value of punctuality and rules in
keeping the uniformity and standardized production in daily work life. The high score shows that

employees like their workplace and shows high attendance at work.

Sportsmanship was also found to be indifferent towards type of organization in the present study.
The moderate mean score from employees of both private and public organization shows mediocre
level of risk taking and non-complaining behaviour. It shows that Indian employees do not report
low or mediocre problems but trouble management when things go out of hand or serious matters.

This saves lot of energy of management, who need it to make and execute strategic decisions.

As like all the above OCB dimensions, civic virtue also showed in insignificant result on proposed
variation between public and private organization employees. Civic virtue score is a bit on the higher

side for both public as well private organization employees, which shows awareness among the
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employees about the place of work and concern for its future. Organizations can use this attitude to

gain valuable ideas to increase the position of the organization.
5.4.3 Variation in OCB due to position

Hypothesis 3c dealt with understanding the role of position held by employees in OCB. Altruism
was found to give insignificant result for the variation on the basis of position held by employees.
Employees from all the levels of organization were found to perform high altruistic behaviour. With
the rise in the level of position held by employees the reason for helping changes but not the habit.
Initially, which was done as a tool of impression management becomes part of the personality.
Courtesy, which also gave insignificant result was high in employees. Since, humans are social
beings, there is continuous effort to improve and increase the social reach. Employees have to be
always alert that his/her actions are not impacting negatively or bothering someone.
Conscientiousness was also found to be indifferent towards the position level of employees. The
high result show that although there is change in the roles of employees when they move up the
ladder, they still follow the rules and regulations, which helps in smooth flow of work. Civic virtue
was also found to be similar across position level. It shows similar level of concern for the wellbeing
of the organization. At SAP Labs, a bottoms-up approach of policy making is followed (Chaturvedi
et al., 2014); which shows that employees of all levels play a key role in decision making and are
free to express ideas and suggestions. Out of all the dimensions of OCB, sportsmanship gave
significant result for role of position in OCB, with significant difference between junior and middle
level employees. Since, lower level employees are already under pressure related to job security in

the organization, they many a times to get clarifications for very trivial incident.
5.5 ACCOMPLISHMENT OF OBJECTIVE FOUR
5.5.1 Supervisor/manager Support as predictor of OCB

Hierarchical regression analysis conducted to find out the relationship between manager/supervisor
support gave significant results (B= 0.507, p<0.01) with 13.2 percent variance explained in OCB.
Podsakoff et al. (2000) also mentioned that high supervisory support may foster the OCB level in
employees; which plays a significant role in upholding and uplifting the social system with the
organization (Organ, 1997). Other studies (LePine et al., 2002; Podsakoff et al., 1996a; Podsakoff
et al., 1996b) also talked about the importance of support from supervisor or manager in creating a

positive ambience in the organization and arousing a feeling of citizenship in the minds of
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employees. All these studies established that these exited a positive association between supervisor
support and OCB but researches are still focussing upon this relationship to find out workings within
the relationship. Also, researches have focussed now upon the question that the relation between
supervisor support with OCB is direct or through mediation or moderation mechanism (Netemeyer
et al., 1997; Smith et al., 1983). Findings of the study also highlight the relevance of Supervisor
Support for Organisational Citizenship Behaviour (OCB). This study is in response to call made by
Podsakoff et al. (2000) to carry out research on the causal relationships among antecedents of OCB.
These findings add to increasing literature of supervisor support and its linkage to attitudinal
Variables (e.g., Piccolo & Colquitt, 2006). The present study’s results are in confirmation with the
two famous meta-analyses analyses (i.e., LePine et al. 2002; Podsakoff et al. 1996a) which stated
that there exist a positive correlation between supervisor support and OCB. This proves that
supervisory support is supportive in fostering OCB in employees. Another explanation to this could
be that after getting Supervisor support, employees are in good mood generally which may make
them help others (Clark and Isen, 1982). Here, Supervisor Support-OCB relationship can also be
seen in light of Social Exchange theory (Blau, 1964) and Affective events theory (AET) framework.
This relationship provides that some form of favourable actions fixated at employees by their
supervisors or by management contributes towards creation of positive attitude of employees which
oblige them to reciprocate in constructive and valuable ways like OCB (e.g. Eisenberger et al. 2001;
Settoon et al. 1996). The quality of exchanges between a leader and members of the workforce also

becomes important in this study.

The quality of exchanges varies from lower to higher (Dienesch & Liden, 1986; Graen & Cashman,
1975). Lower quality exchanges are regarded as an implementation of formal organizational
authority. Employee get standard benefits and in return, give routine performances to the
organization. In higher quality exchanges, mutual trust, loyalty and support for each other is present.
A supervisor gives valuable performance appraisals, encourages good practice and makes
promotions attainable (Graen et al., 1990). This leads to high morale and satisfaction in workers. In
return, employees display commitment, competence and high OCB (Liden & Graen, 1980). On the
other hand, employees who experience lower quality exchanges will eventually develop a feeling of
unfairness. Employees will demonstrate the same behaviour in their attitude as shown to them by

supervisors and management (Berkley ef al., 1995; Karatepe & Kilic, 2007).
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5.5.2 Freedom from work related stress as predictor of OCB

Freedom from work related stress has also been found to have positive significant relationship with
OCB (B= 0.241, p<0.01) with 2.4 percent of variance explained. Stress has been found to have
negative effect on work behaviours and outputs with stress entering in life of employees in different
forms like work overload, work-family conflict, family-work conflict, emotional exhaustion etc.
while lot of studies have negative effect stress puts onto OCB behaviour, no study has till now
focused upon freedom from work related stress on OCB. The much focused job stress is work-family
conflict, which has been found to have negative effect on OCB behaviour (Bragger et al., 2005).
Work-family conflict like strain overload (Gambles et al. 2006), which focusses upon stress created
by multiple expectations at work leading to difficulty in fulfilling family responsibilities; if reduced
and employee is freed from this stress, employee will easily fulfill his work duties and family duties
and can happily portray OCB behaviour in return of the stress free work environment created by
organization. Emotional exhaustion, which is a kind of strain, leads to depletion of emotions of
employees and leads negative influence on OCB behaviour (Cropanzano et al., 2003). Expression of
OCB comes from employee’s internal happiness and when employee is emotional stable.
Organization need to place employees on the position where employees has to exert least emotional
labor. Personality-job fit is really necessary for a healthy work life. Otherwise, there are chances of
emotional dissonance in employees, which leads to various work and personal problems in
employee’s life. According to Thomas (2004), cultural assumptions and expectations, which vary
between nations (Kim & Cho, 2014) also exert pressure on the employees which leads to stress at
work. A healthy mix of various ethnic group and gender can be promoted to create an environment
of openness and acceptance in the organization, so that employees can freely express their emotions
and ideas without fear of criticism and threat. Organizations are heavily investing in training and
development of employees now a days to help them overcome different kind of stresses at workplace
(Dhar & Dhar, 2010). These trainings prepare employees for challenging role demands in advance.
They are mentally ready to take excessive roles. Workshops on stress handling techniques have

become hit in organization.

The contemporary trend in organization is regular sessions of Yoga and meditation for gaining
control of body and mind. Recreational facilities like gymnasium, table tennis and other indoor
activities also been included at the workplaces to help employees relieve themselves of increasing
stress and pressure. Nowadays, organizations put emphasis on group work and performance rather
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than individual approach because of project based work in which it becomes difficult to fix
responsibilities of employees while he/she joins the organization. Group performance is focused
upon contribution and cooperation by each member of the group or team, which leads to helping
each other in times of need, leading to promotion of altruism in employees. In Intel India, employees
are encouraged to take risk in trying something new every time (Chaturvedi et al., 2014). By
removing the stress of failure at work, Intel is encouraging employees to use their skills freely and

contribute more than expected.
5.5.3 Salary & additional benefits as predictor of OCB

On conducting Hierarchical regression analysis between salary and additional benefits with OCB,
salary and additional benefit was found to be a significant predictor of OCB (= 0.498, p<0.01) with
0.8 percent of variance explained. Where organizations are quite concerned about high quality of
services and production, the practice of motivating employees by providing rewards and incentives
to strive beyond job tasks. Haworth and Levy (2011) empirically proved instrumentality of reward
and compensation in promoting OCB in employees. One of the explanation for this relationship can
be explained through perceived equity. As mentioned by Paré and Tremblay (2007), organizational
rewards like compensation and benefits, if implemented with unbiased approach, creates a sense of
perceived equity in the minds of employees, which motivates them to show their happiness in the
form of altruistic behaviours at workplace. The results of the present study are in alignment with
past studies like Bret Becton et al. (2008); Hui et al. (2000); Podsakoff et al. (1993); and Van Scotter
et al. (2000), which studied and established the relation between salary and OCB in various different
contexts. Rewards practices like salary, incentives, occasional bonus were found to have direct
influence on OCB (Babaei et al., 2011). As noticed by Stajkovic and Luthans (1997), employees
also have social exchange needs, this need is satisfied to the extent of commitment of organization
towards needs of employees, which shapes commitment and behaviour of employees in and for
organization. Organization is on equal need of well trained, committed and motivated employees
who are ready to take extra steps for benefit of organization as employees are in need of a good
caring organization who take care of their need and comfort. This mutual interdependence is best
served when both the parties feel perceived equity. “It is important that employees feel valued by
the organization since it leads to lower turnover, improved task behaviour and the increased
incidence of citizenship behaviours” (Rhoade et al., 2001). Tangible benefits like salary must be
accompanied by non-tangible rewards like recognition for the task performed. Past research has
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shown that the combination of verbal feedback and a financial incentives can have a great impact on
performance in service settings (Cook & Dixon, 2006; Sushil, 2013). As signaled by Vroom (1964),
“Rewards attempt to alter behaviour through the use of an external tangible incentive. This translates
into the expectation of obtaining something in exchange for an action; it is related to the expectation
of valuable material exchange that is a consequence of instrumental behaviour”. OCB behaviour
serves as positive reinforcement for the benefits provided by the organization to employees. And the
expected level of OCB behaviour provided by the employees motivates the organization to repeat
the process of providing rewarding environment to the employees. Since, there is no formal
agreement between this transactions, it takes place on the premises of social exchange. Marriott
Hotels India is one such example of putting people before profits (Chaturvedi et al., 2014). At
Marriott Hotels India, employees are compensated generously not only in terms of salary but by
providing star performers on holidays on international locations. That is the reason it enjoys

negligible attritions and ranks 3" in India Best companies to work for 2014 rankings.
5.5.4 Relationship with work colleagues as predictor of OCB

Relationship with work colleague, which has been considered as a dimension of QWL; has been
found to be significantly predicting OCB (B= 0.352, p<0.01) with 2.2 percent variance explained in
OCB. Colleagues and co-workers do have impact on the working of the organization. With the
interdependence of task and closeness with colleagues, employees uses colleagues as a source of
information regarding work and also beliefs (Brass et al., 2004). Employees get a lot of information
regarding work norms, rules, rewards etc. from colleagues, and hence, colleagues shapes the
behaviour of the employees at work (Ashforth & Mael, 1989). With the increase in the social
exchange, employees go beyond the job description to help and assist the colleagues. Also, if the
trust is low between members, they will be keeping scores of the behaviour and will return quid pro
quo basis. Thus, in the present study high level of relationship between relationship with work
colleague and OCB can be because of high-quality exchange relationship between work colleagues.
Another explanation can be based upon norms of reciprocity, which advocates one good turn in
return of another. As noticed by Bommer et al. (2003), if norms of helping are there in work group,
than it do impact individuals to show more helping behaviour. Deckop et al. (2003) also found
reciprocal relationship between received helping behaviour from co-workers and helping behaviour
shown to co-workers. Communal relationship which is referred to the genuine concern for the
welfare of the people (Clark & Mills, 1979) and is generally is related to friends and family members,
132



can also be used to understand the positive significant impact of relationship with work colleagues
on OCB. Relationships between colleagues with high degree of social exchange do have component
of communal relationship as well. Schmidt (1977) concluded that “individuals are willing to engage
in altruistic behaviour toward others experiencing difficulties who they perceive as similar to
themselves”. Co-workers starts identifying with one another and get tension by seeing co-worker in
stress (Ashforth & Mael, 1989). By helping co-workers, employees reduces their own tension also.
High quality of social exchange makes the communication process quite easier and rich in content.
Employees learn about changes in and around the organization (Cross et al., 2001) from the high
knowledge sharing between the co-workers (Wang, 2004). This kind of interaction is not possible in
lower level of social exchange, since, the communication is strained and limited to work. With high-
quality social exchange comes high quality communication which is followed by understanding of
the work roles of co-workers. Employee get to know beforehand which behaviour of his/her is going
to impact the co-worker in positive or negative manner; therefore, can take proactive steps to avoid
actions with negative consequences. At time of troubled environment in the organization, co-workers
act as an anchor and help employees to maintain an optimistic viewpoint about the future. The co-
workers help to interpret the environment in a clear manner to each other, which create

sportsmanship in employees.
5.5.5 Involvement and responsibility at work as predictor of OCB

Involvement and responsibility at work, which has been taken as one of the dimension of QWL in
present study, was found to be significantly influencing OCB (= 0.290, p<0.01) with 1.9 percent
variance explained in OCB. The variance explained is quite low but significant. The present study
is in confirmation with the past study by Ueda (2012), who investigated the effect of various job
involvement aspects on OCB based on a data of 131 professors and clerical staff of a Japanese private
university. Ueda (2012) gave a positive result with Affective and behavioural involvement were
found to have significant relation with some OCB dimensions while cognitive involvement affected
OCB negatively. Another study by Chen and Chiu (2009), which was based upon a study of 323
employees from Taiwan, found that job involvement act as a mediator of the relationship between
job characteristics like task identity, task significance and autonomy with OCB. Diefendorff et al.
(2002) found job involvement to be significantly predicting OCB with gender as moderator of
relationship. Job involvement was found in correlation with both OCB and in-role performance and
also job involvement exerted a strong impact on OCB as compared to in-role performance when
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mediated with commitment (Chughtai, 2008). Even Zhang (2014) found job involvement relates
positively with all the dimensions of OCB. Gender and party affiliation were established as
moderator of the relationship. Conscientiousness is found closest to job involvement.
Conscientiousness which refers to performing once duties regularly and with dedication has close
link with job involvement traits like high sense of duty; reduction in absenteeism and guilt of
unfinished work. Many a times the job involvement by employees crosses the threshold of what has
been defined in the job description and ventures into traits and behaviours which falls into the OCB
behaviour. Although, job descriptions states that the person should perform his/her duty with utmost
care but employees who feel part of the organization put extra effort that their actions do not affect
work of other employees also. Every work has some time duration assigned to it, and employees
have to perform the work in that window assigned. But high involved employees love their work
and try to finish it in less time duration. Work and organization becomes integral part of their life so
much so that some time they give more time to the job than what is expected, like they will not take
their casual leaves which falls into rights of employees. That is how, job involvement behaviour
ventures into OCB. Another explanation could be that in-role behaviour, which has been stated by
the organization is usually constrained by factors which falls outside the control of employees. So,
highly involved employees chooses to engage in OCB behaviour, which generally is under the
control of employee only. This is the reason why employee who are job involved do show high OCB

behaviour
5.5.6 Communication, decision making & job security as predictor of OCB

Communication, decision making and job security were also found to predict OCB (B= 0.304,
p<0.01) and explained a total variance of 1.4 percent. Studies like Carriere and Bourque (2009) and
Nakra (2006) have stressed upon clear communication between management and employees as key
variable in creating a feeling of satisfaction in employees. The present study is in confirmation with
the result of the previous studies (Kandlousi et al., 2010; Nezakati et al., 2010), which focused upon
positive relationship between communication and OCB behaviour by employees. A fair and
transparent communication channel creates trust in the organization, which is stepping stone for
OCB behaviour in employees. Lunenburg and Ornstein (2008) stated that there exists three kind of
communication i.e. downward, upward, and horizontal communication in organization. Canary
(2011) described five kinds of information which passes through downward communication in
organization i.e. Implementation of goals, strategies, and objectives; Job instructions and rationale;
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Procedures and practices; Performance feedback; and Socialization. Management passes orders and
guidelines to implement the goals, plans, strategies etc. which creates awareness in employees about the
organization’s movements, employees feel part of the process of achieving goals. He take active part in
achieving these goals by giving suggestions, tracking the progress, any deviations from the plan. These
civic virtue behaviours helps organization to a great degree to achieve its mission. Job instructions are
being designed by the management to achieve uniformity in the task performed. Employees who knows
these instructions and follows procedures and practices in performing the task, shows Conscientiousness.
It leads to less or no need for supervision at workplace. Performance feedback from seniors or
management helps employees shape their behaviour and actions in compliance with the norms. They
also start considering how their actions are impacting others working around them, leading to the feeling
of courtesy. From time to time, to strengthen the bond and understanding between employees, adopts
socialization process with the help of get together, campaigns, ceremonies. These activities increases
trust among employees and commitment to organization. Employees do adopt altruistic behaviour by
helping those employees who are bonded with them. As per Canary (2011), upward communication
carries five types of information i.e. Problems and exceptions; Suggestions for improvement;
Performance reports; Grievances and disputes; and Financial and accounting information. If
problems, grievances and disputes reported by employees are heard by the management, it creates a
feeling of respect about the management and employees stops complaining about trivial and small
matters to the management and only report those problems which cannot be handled at their level.
With the adoption of practices like quality circles, total quality management, Information technology
communication (Asawasakulsorn, 2013; Asawasakulsorn & Chatrangsri, 2014; Choi & Cho, 2014; Choi
& Park, 2008; Ojha, 2013) etc. employees can give suggestions on improvement in working of
organization and if they are accepted and respected by the management, employees start showing
civic virtue. Performance and accounting reports, if reported on timely manner, generates trust of
management on employee, which he assures by continuing it with more care. At horizontal level
intra-departmental and inter-departmental co-ordination and problem solving creates understanding,
which leads to helping each other at times of need. Google India Itd. is one such organization which
follow free flow of ideas and communication (Chaturvedi et al., 2014). Employees are able to share
their thoughts and ideas with top management. The open culture at google with weekly townhall
meetings, makes employees motivated to share without reservations, and contribute more towards

organization.
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5.5.7 Job satisfaction as predictor of OCB

Job satisfaction, which has been considered as one of the dimensions of QWL in our study, was
found to be significantly predicting OCB (=0.236, p<0.01) with 4.6 percent of variance explained
in OCB. Various studies of OCB (LePine et al., 2002; Motowidlo, et al., 1986; Organ and Konovsky,
1989; Organ and Ryan, 1995; Podsakoff et al., 2000) have validated this phenomenon, but Bateman
and Organ (1983) has been considered as the pioneers in the research related to job satisfaction and
OCB. Even researchers like Organ and Konovsky (1989) have considered job satisfaction as the
strongest variable to predict OCB. In another study i.e. (Konovsky and Organ, 1996), job satisfaction
even significantly predicted all the five dimensions of OCB (altruism, courtesy, conscientiousness,
sportsmanship, and civic virtue), showing that job satisfaction has deep rooted influence on the OCB
behaviour on employees. There are other studies also, which focussed upon investigating this
relationship with help of intermediate variables (Foote & Li, 2008), the basic premise is same that

there exist a relationship between job satisfaction and OCB.

The present study is in confirmation with the researches mentioned above. While, Farh et al. (1990)
is one of the few studies, which found no relationship between the two variables and our study is in
contradiction with those findings. The reasons for this can be understood with the help of the Theory
of Social Exchange. Social exchange theory is based on the interactional process between individuals
to maximize output for all parties (Thibaut & Kelley, 1959). It is thought that supporting a
relationship for more rewards than cost, leads to the building of attraction and mutual trust (Blau,
1964). Furthermore, these social connections integrate both material benefits and psychological
rewards, including loyalty, status and approval (Yukl, 1994). The organization provides support and
rewards to an employee, thereby creating trust and satisfaction in the employee. The employee in
exchange contributes personal devotion. Another concept with which the relation can be explained
is equity. Both organization and employee are satisfied when the ratio between their contributions
and benefits gained is similar. So, when a supervisor provides benefits and supports to an employee,

the employee tends to show levels of OCB equivalent to the satisfaction gained.

5.6 ACCOMPLISHMENT OF OBJECTIVE FIVE
5.6.1 Co-worker related role clarity as predictor of OCB

Co-worker related role clarity, which is one of the dimensions of role clarity was found to positively

influence OCB (= 0.558, p<0.01) and explained a total variance of 28.8 percent, which was highest
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among all role clarity dimensions. It shows the value co-workers have in shaping OCB in employees.
Clear understanding of co-workers expectations and behaviour is paramount in social setup like
organizations. These understandings becomes bases of providing support and understanding to
others, sometimes at expense of personal goals even. Of course, this arrangement of helping each
other is governed by social exchange (Blau, 1964) and reciprocity (Gouldner, 1960). This act of
helping co-worker is based on conscious decision and creates an indebtedness in the minds of
receiver which he returns with OCB behaviour and this mutual support reinforces the belief in the
intrinsic value created by exchange relationships. Furthermore, with the strengthening of the
relationship feelings like concern for wellbeing, solidarity and respect also arise, which gives
assurance of the long lasting relationship. Sheppard and Sherman (1998) proposed that in high
quality relations, identity based trust exists, which gives confidence to both the parties involved that
the other party will protect his/her interests. This feel provides comfort and even congruence to help
other because of reduced risk of refusal to help in need. McAllister (1995) had also similar results.
Understanding the position of co-workers at positions of senior, junior or peer, creates a sense of
empathy in the employees (Davis, 1994) which is instrumental for better interpersonal
communication in employees. With the empathy created, employee can fully understand the nature
of expectations and help other employees’ desires and the employees can try to fulfill the
expectations in better way. Settoon and Mossholder (2002) also support the findings of the study,
and worked on the link between co-worker understanding and OCB. Later on Tan and Lim (2009)
used construct of Trust, so as to state that trust in co-workers leads to trust in the organization, which

has been proved as a predictor of OCB (Aryee et al., 2002).
5.6.2 Work related role clarity as predictor of OCB

Work related role clarity was found to positively influence OCB (B= 0.227, p<0.01) and explained
a total variance of 2.5 percent. Work not only covers the physical activities required for performing
a role but includes set of emotional as well behavioural attitude required to accomplish a role. That
is the reason organization conduct a comprehensive process of analysing the behaviour and attitude
of job aspirants before select him for the organization. As stated by Byrd-Poller (2013), role are
dynamic and keeps on evolving with help of cues from the environment surrounding the role. It’s
the duty of the job incumbent to analyse and interpret the interactions and arrange them in order of
importance. This is not possible without awareness about the work to be performed. Even Katz and
Kahn (2003) rightly mentioned that the way we perform our task defines ourselves, therefore,
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employees should choose wisely how to perform a task. These task helps in shaping his/her
behaviour. A high work understanding provide clarity on what behaviour will provide what kind of
benefit to the employees. This benefit can be either intrinsic or extrinsic as well. Therefore, the
conscious awareness about the self and environment gave rise to conscious behaviour of doing extra-
role tasks. This is in line with Organ and Konovsky (1989) explanation that the performance of OCB
depends upon whether there is a prospect of positive outcome which can be instrumental in reaching
personal goals. Both organization and employees can take advantage of web-based learning or e-
learning to acquire competence and problem solving abilities (Fazlollahtabar & Mahdavi, 2009) to

be in better position to perform work roles and help co-worker efficiently.
5.6.3 Appraisal related role clarity as predictor of OCB

Appraisal related role clarity was found to positively influence OCB (= 0.216, p<0.01) and
explained a total variance of 1.7 percent. This result shows that if the employee is aware about the
indicators on which he will be appraised by supervisor, management or peers, he is in a better
position to exhibit OCB behaviour. Penner et al. (1997) also propagated that OCB is not a response
but a pro-active approach to achieve certain motives or needs. The relation between appraisal related
role clarity and OCB can be explained by social cognitive theory, which states that individual learn
by observing the behaviour of others and adopts those which suits their needs. OCB is done some
times a tool for impression management too (Bolino, 1999, Bret Becton et al., 2008), which is
extrinsically motivated. If employees have examples in front of them regarding the reward provided
to those employees who have performed OCB behaviour in organization, they will also perform
similar activities to achieve the benefits.it may be related to getting benefit from management or
peers. Appraisal related role clarity also clarifies to the employees about stakeholders and evaluators
of the appraisal process. E.g. if appraisal is sole authority of supervisor, than the employees can
show management directed OCB behaviour like taking less leaves, following rules and regulation
properly, taking active part in discussion or giving ideas for improvement of the organization.
Studies like MacKenzie et al. (1993); Podsakoff et al. (2000) mentioned that supervisor consider
employees’ OCB while making performance appraisal. If like in modern business setup, appraisal is
a 360 degree process, with junior and peers also having say in rating the employees, than employees
will also have to perform altruistic behaviour along with courtesy by considering interests of co-
workers in mind too. There are large number of studies stating reward and recognition promotes
OCB behaviour (Babaei et al., 2011; Hui et al., 2000). Also, appraisal related role clarity provides a
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benchmark for comparing the physical or behavioural input in form of OCB behaviour and the return

received in form of reward or recognition from the beneficiaries.

5.7 ACCOMPLISHMENT OF OBJECTIVE SIX

While, analyzing the mediation of role clarity between QWL and OCB, partial mediation was found.
Which means that although there is direct relationship between quality of work life and OCB; QWL
influence OCB through role clarity.

The direct relation between QWL and OCB can be understood by spillover effect which promotes
that satisfaction/dis-satisfaction in one life domain positively/negatively influences other life
domains. In present study the positive relationship between QWL and OCB shows that with increase
in QWL of employees, the OCB behaviour of employees’ increases. A detailed QWL program
improves the culture and environment of the organization to make it more positive and conductive
for employees. A comprehensive QWL plan takes care of the need of the employees, whether it is
monetary, emotional, behavioural or spiritual. The continuous support by management, supervisor
and colleagues for the development and improvement of employee (Dockel et al., 2006) creates
positive feeling in employees which spillover into social and work life of employees to bring positive
change in behaviour and action in employees like high commitment, helping behaviour and various
other positive outcomes (Nair, 2013). This phenomenon has been confirmed by various studies
(Brahma & Acharya, 2014; Ma et al., 2013; Papi & Nuralizadeh, 2014). That is why investment in
people has become part of strategic management of organization (Patwardhan & Alumnus, 2014).
Conductive work environment with reduced pressure despite of heavy burden of work at times,
creates positive picture about organization in the minds of employees, which they repays with
performing positive activities beyond job requirements. At Adobe Systems, management believes in
hiring the best, giving challenging tasks to keep them engaged, provide them with trusting
environment, rewards them adequately and define their growth and responsibilities (Chaturvedi et

al., 2014). These are the pillars which made employees play a crucial role in Institution building.

The mediated path through role clarity between QWL and OCB was also found to be significant
because of motivation created by high quality of work life in understanding the role expectations,
which is many a times a strained and time consuming process. QWL program which encompasses
increased support of supervisor, juniors and peers helps employees to create a positive relationship

with them. This positive relationship thus created helps in understanding the expectations of co-
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workers and also, it gives strength to employees to be vocal about his/her expectations from co-
workers in terms of support and work behaviour. The clear expectations helps employees to
objectively fulfill them in timely manner. QWL in the form of job involvement creates a feeling of
attachment with the role and employee’s interest is created in knowing and performing the job

according to the standard set by following roles and regulations of the organization.

5.8 ACCOMPLISHMENT OF OBJECTIVE SEVEN

The seventh objective of the present study was to test the mediation effect of QWL on the
relationship between role clarity and OCB. The results showed existence of partial mediation, which
means that though there exist a direct relationship between role clarity and OCB but at the same time

role clarity influences OCB via QWL.

The direct relationship between role clarity and OCB can be explained with the help of two social
behaviour theories i.e. Role identity and social cognitive theory. Role identities are formed with the
expectations individual has from others (Burke & Stets, 2009; McCall & Simmons, 1978) which
becomes part of the role as they becomes internalized in the role. These expectations are shaped in
basically by either as the reactions or responses of co-workers around the specific roles or by
observation or imitation of employees on similar roles. Role identity gave shape to the behaviour
which constitutes the values, beliefs and principles attributed by an individual to a given role, which
acts as a guide for the actions in a given role (Burke & Stets, 2009). Therefore, employees indulges
in helping behaviour so as to fulfill the expectations of the co-workers surrounding the role. Co-
workers from time to time do ask for help in solving a problem, or to share the burden of work when
they feel overburdened. These expectations are clarified with the increased role clarity. If there are
other employees who are working on same or similar roles, employee tries to imitate them from time
to time to reach at an equilibrium of performance. If employees working on the similar roles are
performing OCB, there are high chances that the employee will also perform OCB. As per Schwandt,
(2005), Social cognitive theory supports gathering of knowledge by mentoring, modelling,
experimenting and interventions. Employees collect knowledge about the work he is expected to
perform and learn how to perform it by observing, or learn it from someone’s help, idealizing
someone. In all these activities of learning external help i.e. generally from work colleague is

required. The favor of imparting knowledge is repaid by employees by help the specific co-worker
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at time of need. It can also be directed towards supervisor or organization, if either of them played

active role in shaping the role of the employee.

The mediated path of role clarity-OCB relationship with QWL being mediator can be looked from
the lenses of role theory. Role theory analyzes an individual’s behaviour in a defined setting or
situation. As per Stets and Burke (2000) and Byrd-Poller (2013), with the help of role theory, roles
helps an individual in shaping what he/she is and what he wants to achieve. With the help of role
theory, employees create self-image and project it to others. This self-image encompasses the
personality as well as expectations from others in achieving what the employees wants to achieve.
By this, co-workers and organizations gets the picture of the expectations of the employee, which
they try to fulfill to make employee work effectively and efficiently. The satisfaction thus achieved
from the support from the organization and co-workers motivated employees to do good for them in

the form of OCB.

5.9 ACCOMPLISHMENT OF OBJECTIVE EIGHT
The eighth objective of the present study was to find the moderation effect of demographic variables
i.e. gender, position and type of organization on the QWL-OCB relationship. The multiple regression

analysis was performed to analyze the moderation level.
5.9.1 Gender as moderator between QWL and OCB

Hypothesis 8a, which dealt with moderation analysis of gender on relationship between QWL and
OCB gave significant results (B=-0.174, p< 0.01). Female employees are found to have lower OCB
at lower QWL compared to male counterparts but with high QWL, female employees taken over
male employees with high OCB score. The results are in confirmation with Rapoport et al. (2002),
that females generally enjoys less salary and autonomy compared to men at workplace. Because
female employees have to struggle and juggle between multiple roles at work and family, they need
more flexibility and autonomy. The strain overload leads to family to work and work to family
conflict. The situation get worsened when they compare their condition with male employees
creating a sense of perceived gender inequality (Hakim, 1996, Hodson, 1989 and Wharton & Baron,
1991). All this creates an image in the mind of female employees that even their lower order needs
are not met by organization resources. Hence, there is a reduced motivation in female employees to
perform extra-role behaviour. Also, at lower level of QWL, female employees are struggling to cope

with the work and family demands leaving little time to help others. On the other hand, male
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employees irrespective of the lower level of QWL, have to perform OCB behaviour out of stress of
competition and job insecurity. Indian society being patriarchal in nature, look at male member
primarily to provide for the family. At higher QWL level, female get required space, time and
motivation to help others; whereas, male employees being transactional in nature, perform OCB

generally to achieve something in return.
5.9.2 Position as moderator between QWL and OCB

While testing for the moderation level of position in QWL-OCB relationship, multiple regression
analysis gave insignificant result (B= 0.014, p> 0.05). It signifies that QWL-OCB relationship
remains same at various position levels i.e. junior, middle and senior level. Maslow’s need hierarchy
properly explains the need level of employees on different position levels. The expectations in terms
of salary, autonomy, flexibility, support and other types of returns from the organization changes
with the rise in the level of the position of employee in the organization. At lower level, employee
do look for monitory and tangible benefits from the job. The main motive is to be assured about
lower level need fulfillment; at middle level, employee look for more meaning from the work and
crave for freedom, social relations with work colleagues, stress free work environment, decision
making power which satisfy employee’s social and esteem needs. At higher level, employees care
less about monetary gains and rewards but look for challenging tasks. The tools of motivation may

vary but all the levels of employees show similar level of helping behaviour in different ways.
5.9.3 Type of organization as moderator between QWL and OCB

While analyzing the presence of moderation on the basis of type of organization, multiple regression
analysis gave significant result (f= 0.095, p< 0.01) of the interaction term, with public organization
employees having high QWL-OCB relationship compared to private organization employees. The
results of the present study are in confirmation with past studies (Chauhan & Chauhan, 2007; Page
et al. 2003; Willcocks, 2002). Public organization provide a diverse range of benefits compared to
private organization. On top of all, in India- where there is large scale of unemployment, public
organization provide sense of job security, which is missing in private organization. Private
organization employees, though are provided with all the required facilities but also have to perform
a large numbers of tasks as compared to public organization employees, which leaves limited time
duration to be used for altruistic behaviour. On the other hand, employees from public organization,

who are generally concerned about welfare of society and people (Crewson, 1997), at higher level
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of QWL, get ample of opportunities to help co-workers and do good for the organization as well as
society. Private organization as well as its employee, which strictly follow the law of exchange
relationships tries to connect with the expected results. Therefore, there is a limited increase in the
OCB behaviour till the benefits are looking attractive to the employees. Whereas, because of long

duration spent together at workplace, employees shares genuine concern with each other.

5.10 ACCOMPLISHMENT OF OBJECTIVE NINE

5.10.1 Gender as moderator between Role Clarity and OCB

Starting with the Gender differences in the study, present study advocates that role clarity-OCB
relationship is high in Males compared to females. The reasons can be looked from different
prospective. Interestingly, as like most of the studies, this study is also based on sample consisting
primarily of men. In organizations, where the majority of employees are male, fraternization plays a
great role in governing the way of conduct and working. The fraternity’s traditions and working style
become their way of working style. Men being in same fraternity become more open to each other,
Sharing of information problem and even helping each other in work. Sharing of knowledge brings
more role clarity and helping behaviour also get heightened. Also, there is less willingness in women
to take help and ask questions regarding work problems because they fear that it may be taken as a
sign of weakness in male dominated organizations (Weaver, 1974). Furthermore, this gap becomes
wider with lack of communication between two genders. Since, the workplace is male dominated,
there is a lack of female role models who have risen above their job description roles and practiced
OCB. There will be no or few examples in front of female employees of females who have been
accepted and honoured for their extra-role behaviours leading to hesitation among females to take
that route even if they want to. Some of the components of OCB like sportsmanship, civic virtue and
conscientiousness highlights the traits that are generally associated with men while others like
altruism and courtesy although not exclusively are associated with women (Kark & Waismel-Manor,
2005). So, men are stereotyped to have more traits of OCB to exhibit compared to women. Also,
cognitive information processing frameworks (Taylor & Crocker, 1981), suggests that raters (e.g.
Supervisors, managers, etc.) possess gender-role stereotypes which may result in misjudgements
regarding expected OCB behaviour of men and women. It can lead to different interpretations of
same trait shown by different gender (Fiske, 1991). OCB shown by males may be rewarded to a
higher extent compared to when shown by women (Allen, 2006). This kind of differentiation reduces

the morale and willingness of female employees to indulge in OCB in organizations. At reaching
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highest level of role clarity, female employees started showing similar level of OCB as men because
high role clarity brings with it understanding and acceptance of each other by colleagues and rapport
is created. The resistance in male dominated groups on entry of females also reduces. Females are

free to help and get help from co-workers irrespective of gender.
5.10.2 Position as moderator between Role Clarity and OCB

While performing moderation analysis of position between role clarity-OCB relationship with the
help of multiple regression analysis, position was found to not to moderate the relationship (B= -

0.045, p>0.05). The reason can be looked from two prospective.

First, at lower position level, employees are quite young, motivated and enthusiastic about the work
and workplace. The positive attitude in new employees, motivates them to be more supportive and
helpful. They enjoy high level of interaction with co-workers around their roles. The optimistic
attitude in employees leads them to even overlook some hiccups or problems surrounding the
organization. They stick with the organization at testing times as well. With the increase in the
position of employees, the role of the employee becomes quite diverse, and he has to handle multiple
roles and even has to supervise the work of others. With the increase in the position and benefits,
organization wants employee to handle multiple tasks by developing multiple skills (Sushil, 2014).
He/she is left with little time to personally help employees but adopt other types of OCB behaviour
like abiding by the norms and procedures without supervision or considering the impact of the
actions on all the stakeholders before taking it. These kind of behaviour makes an employee a
responsible one. The employees who occupies senior position at organization are the ones who are
constantly involved with strategic decision making. As a committed citizen of the organization,
he/she uses his skills or knowledge to provide the best solutions to the problem faced by
organization, he/she is also aware about happenings which are out of jurisdictions and is not afraid
to provide suggestions to overcome the hurdles. None of these behaviours are possible in absence of
full understanding of the roles and expectations surrounding the job incumbent. Role clarity provides

the much needed awareness to see and understand situations in the light of need.

Second, from the type of OCB behaviour shown by employees from different position levels and
second from the reason of showing OCB behaviour by employees from different position level.
Firstly, from various sub-types of OCB (Zhang et al., 2011), individual portray at different stages.
On lower position, because of intensifying competition inside and outside the organization,
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employees who have just entered the organization, have to perform these extra-role behaviours to
prove their worth to the organization other than the role assigned to every employee (Brockner,
1988) which is known as “Compulsory OCB Based on Stress™ (Zhang et al., 2011). This is the
position when employee is fearful regarding loss of employment. In middle position, employee
becomes aware about work environment and tried to achieve gains by canvassing his behaviour
according to the situation. He/she learns to show proactive behaviour in which employee chooses to
perform because they can use it to meet certain needs or to satisfy motives (Penner et al., 1997). This
behaviour is also in line with social exchange theory. The “Instrumental OCB Based on Self-
Interest” (Zhang et al., 2011), is shown to achieve benefits like promotion or increment (Hui et al.,
2000). With a rise in position and increased stay in the organization, employees, develops
organizational commitment and consider repaying for organization’s fair treatment, respect, support
and care by performing OCB at higher level (Baker et al., 2006). This “Responsible OCB Based on
Reciprocity” (Zhang et al., 2011) is generally not performed to gain material gain rather than out of

morality and ethical viewpoint.

5.10.3 Type of organization as moderator between Role Clarity and OCB

The moderation analysis of type of organization between role clarity-OCB relationship with the help
of multiple regression analysis gave significant result (B= 0.182, p<0.01) of the interaction term.
Role clarity-OCB relationship was found to be higher in private organization at lower level but with
increase in the level of role clarity, higher level of OCB is shown in public organization. At lower
level of role clarity, private organization employees who are not clear about the organizational
expectation both in the form of work and behaviour do look for ways to compensate for the low
understanding and performance of role assigned to them. Since, understanding the role clearly
requires times sometimes, employees try to buy it by keeping happy the stakeholders in the role
performed. Helping co-workers and being regular and punctual are few of the behaviours adopted
by the employees to keep co-workers along with supervisor happy (Zhang et al., 2011). With the rise
in the role clarity, the realization of the work demand reduces the time and energy in employees to
perform helping behaviour. The multi-facet nature of role requires lot of effort and time to pacify all
the work demands on regular and timely basis (Jena & Goswami, 2014). Employees from private
organizations are under constant pressure to perform multiple roles and many a times have to
perform those tasks which are not theirs to handle, leaving little enthusiasm in employees to do more

for the organization. Also, some employees are struck with the realization of no or less direct or
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indirect reward in comparison with the efforts put in performing OCB behaviour. This realization
also reduces the motivation of performing helping behaviour in employees. But, even private
organization have those employees who perform OCB behaviour because of helping nature imbibed
in their personality. For example, some people, though keep certain independence to their
organization, offer to voluntarily protect organizational reputation, deter others’ stealing behaviours
in organization, provide ideas for organization development, help co-workers resolving job problems
and so on. Under such circumstances, exhibition of OCB is not due to responsibility for
organizational justice perception, appraisal stress or the pursuit of reward, but because they simply

enjoy doing so.

Unlike private organization, employees in public organization have time to understand the work and
work relations because of long term service. There is less pressure on them to be adaptable to the
new environment. The long term orientation process take employees step by step to different facets
of the job. This is the reason, why employees takes longer time duration to understand the work.
Although, a lot of time duration is invested on making employees ready for the role assigned to them,
but employees get clear picture of what they are supposed to perform. The gradual understanding of
role brings with it the gradual understanding of people at the workplace leading to gradual but strong
relationships which lasts for lifetime. That is the reason for gradual but uniform increase in both role
clarity and OCB behaviour in employees. As observed by Crewson (1997), employees in public
organizations are generally concerned about serving the interest of public and community and also
give more priority to intrinsic reward as compared to extrinsic rewards. Employees from public
organizations were observed to give higher rating to job characteristics like feeling of
accomplishment and helpful work as compared to private employees. This is the reason why with
higher role clarity, public servants show higher OCB. Our study is in confirmation with results
obtained by Sharma et al. (2010) showing higher level of OCB in public organization as compared

to public organization.

5.11 SUMMARY OF THE CHAPTER

This section has discussed the findings of the present study in relation with past studies. The findings
of the study contributes to the existing research related to QWL, role clarity and OCB. In total nine
objectives were drawn in the present study to understand the true nature of the variables and inter-

relationship between them.
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Objective one focussed upon comprehending the role of demographic variables in QWL. Variation
in freedom from work related stress, salary and additional benefits, relationship with work
colleagues, involvement and responsibility at work dimensions of QWL was found because of
gender. With male employees scoring higher in freedom from work related stress, salary and
additional benefits, relationship with work colleagues and female employees having higher score in
involvement and responsibility at work. Other dimensions like supervisor/manager support,
communication, decision making and job security and job satisfaction were found to be indifferent
between male and female employees. In case of variation due to type of organization, only
supervisor/manager support and job satisfaction gave significant result. Private organization
employees were having higher mean score in both. All the other five dimensions were not found to
vary based upon type of organization. Position held by employees significantly varied for
supervisor/manager support with significant difference between junior and senior employees- senior
employees having higher mean compared to juniors; relationships with work colleagues with
significant difference between junior and senior employees- senior employees having higher mean
compared to juniors; communication, decision making & job security with significant difference
between junior and middle level employees- junior employees having higher mean compared to
middle level employees; job satisfaction with significant difference between junior and senior
employees- senior employees having higher mean compared to juniors. Other dimensions did not

report any significant difference between positions held by employees.

The second objective of the study was to comprehend possible variation in role clarity due to
demographic variables. All the three dimensions of role clarity i.e. co-worker related role clarity,
work related role clarity and appraisal related role clarity were found significantly higher in male
employees as compared to female employees. But there was no difference in the dimensions of role

clarity due to type of organization and position.

The third objective was related to examining the level of OCB in the Indian organizations with
respect to demographic traits i.e. gender, type of organization and position. Significant difference
was found between male and female employees in case of altruism, courtesy, conscientiousness and
civic virtue, with male employees having higher mean score in all the OCB dimensions compared
to female employees. No difference was found in sportsmanship because of gender. While analyzing
for variation in OCB dimensions due to type of organization, no significant difference was found in
any of the five dimensions of OCB. In terms of position held by the employees, only sportsmanship
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gave significant result with significant difference between junior and middle position employees.

All the other four OCB dimensions gave insignificant result.

The forth objective of the study was to comprehend the relationship between QWL and OCB. To
achieve this all the seven dimensions of QWL were regressed with OCB with the help of Hierarchical
regression analysis. All the seven dimensions gave significant result. That means all the seven
dimensions of QWL i.e. Supervisor/manager support, job satisfaction, freedom from work related
stress, salary & additional benefits, relationship with work colleagues, involvement & relationship
at work, communication, decision making & job security made a significant contribution in
predicting OCB. Supervisor/manager support contributed highest in predicting OCB with 13.5
percent variation explained and salary and additional benefits made least contribution with 0.8

percent variation explained.

The fifth objective of the present study was to comprehend the relationship between role clarity and
OCB. To achieve this objective, three dimensions of role clarity i.e. co-worker related role clarity,
work related role clarity and appraisal related role clarity were regressed with OCB using
Hierarchical regression analysis. All the three dimensions added to the prediction of OCB, with co-
worker related role clarity contributing highest and least contribution was by appraisal related role

clarity.

The sixth objective was to study the mediating role of role clarity in QWL and OCB relationship.
Hierarchical regression analysis performed by using Baron and Kenny (1986) conditions gave result
supporting partial mediation by role clarity. This shows the existence of strong direct relationship

between QWL and OCB. But at the same time, QWL influence OCB through role clarity as well.

The seventh objective was to study the mediating role of QWL in role clarity and OCB relationship.
Hierarchical regression analysis performed by using Baron and Kenny (1986) conditions gave result
supporting partial mediation by QWL. This shows the existence of strong direct relationship between

role clarity and OCB. But at the same time, role clarity influence OCB through QWL as well.

The eighth objective of the present study was to comprehend the moderating function of
demographic variables (gender, position and type of organization) on QWL and OCB relationship.
Female employees are found to have lower OCB at lower QWL compared to male counterparts but
with high QWL, female employees taken over male employees with high OCB score. Position failed

to moderate the relationship between QWL and OCB relationship. Type of organization was found
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to significantly moderate the relationship between QWL and OCB. Public organization employees

were found to have high QWL-OCB relationship compared to private organization employees.

The ninth and last objective was to comprehend the moderating function of demographic variables
(gender, position and type of organization) on role clarity and OCB relationship. Gender and type of
organization were found to moderate the relationship but position failed to act as a moderator of the
relationship between role clarity and OCB. Male employees were found to have high role clarity-
OCSB relationship as compared to female employees. Role clarity-OCB relationship was found to be
higher in private organization at lower level but with increase in the level of role clarity, higher level

of OCB is shown in Public organization.

Hence, management is suggested to create positive work environment with meaningful QWL
practices and programs. Also, management and co-workers are suggested to provide much needed
support to the employees in understanding their roles well. Depicting from the evidences of the
present study, if management truly follow on these practices, it will create an environment to flourish

OCB behaviour in employees.
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Chapter 6

CONCLUSION AND IMPLICATIONS

The present chapter conclusion and implications based upon the review of literature; analysis and
findings of the present study. The chapter is divided into two sub-sections. First sub-sections
discusses the conclusions and the second sub-sections talks about the implications of the present

study.
6.1 CONCLUSION

The present study intended to examine the least explored antecedents (QWL and Role Clarity) of
OCB in the Indian context. The study started with the examination of the theoretical foundations and
phenomenological development of the said variables. Later on, the theoretical link between the
variable was developed with categorization into predictor variables and criterion variable with the
help of literature. A quantitative research design was deployed to answer the research questions
based on the literature. Many of the assumptions made were supported by the analysis, which clearly
demonstrated the contribution of QWL and role clarity in predicting OCB. Also, some of the
assumptions were not supported unexpectedly. The present chapter comprehensively concludes the

key findings of the study conducted.

Objective one focussed upon assessing the level of QWL in the Indian organizations with respect to
demographic variables. Male employees scored higher in freedom from work related stress, salary
and additional benefits, relationship with work colleagues and female employees were having higher
score in involvement and responsibility at work. Other dimensions like supervisor/manager support,
communication, decision making and job security and job satisfaction were found to be indifferent
between male and female employees. In case of variation due to type of organization. Private
organization employees were having higher mean score in supervisor/manager support and job
satisfaction. All the other five dimensions were not found to vary based upon type of organization.
State owned organizations like ONGC, Indian Oil, Bharat Petroleum, Hindustan Petroleum, State
Bank of India have secured their birth in prestigious Fortune 500 companies list and also are ranked
among the top places to work for rankings. This shows that public organizations are doing equally
good in providing the environment employee’s needs. For most of the dimensions, employees at

senior positions were found to score higher as compared to junior employees.
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From the results following conclusions can be drawn:-

e Male employees were found to be focussing upon lower level needs, whereas female employees
focussed more on finding meaning in the work. The management is generally unbiased between
male and female employees.

e Though, private organization provide more support and tries to create satisfactory environment,
for majority of the practices both private and public organizations compete equally.

e With the rise in the position, the level of facilities provided and satisfaction level from them rises.

The second objective of the study was to analyze the level of role clarity in the Indian organizations
with respect to demographic traits. All the three dimensions of role clarity i.e. co-worker related role
clarity, work related role clarity and appraisal related role clarity were found significantly higher in
male employees as compared to female employees. But there was no difference in the dimensions

of role clarity due to type of organization and position.

e Indian organizations, being male dominated provide more opportunities to learn and explore the
role as compared to female employees who are working hard to change the historical perceptions.

e Both private and public organizations have developed process and environment to provide
employees with high level of clarity regarding role expectations.

e Though the parameters of evaluation of roles for various positions vary, Indian employees

possess high clarity on design, performance and appraisal of the roles assigned.

The third objective was related to examining the level of OCB in the Indian organizations with
respect to demographic traits i.e. gender, type of organization and position. Male employees have
higher mean score in almost all the OCB dimensions compared to female employees. Similar trend
was found for type of organization and position level with only sportsmanship gave significant result
with significant difference between junior and middle position employees. All the other four OCB

dimensions gave insignificant result. Following conclusions can be drawn from the results:

e With cross-gender communication being still a taboo at some workplace and females being
struggling for providing time to both family and work, male employees are provided with more
time and chances to perform helping behaviour.

e The employees from both private as well as public organizations shows OCB behaviour, though

the reasons can be different for performing OCB.

152



e The employees from all the levels of organization i.e. junior, middle and senior level show OCB
behaviour without significant difference, but sportsmanship increases with the position of the

employees.

The forth objective of the study was to comprehend the relationship between QWL and OCB. To
achieve this all the seven dimensions of QWL were regressed with OCB with the help of Hierarchical
regression analysis. All the seven dimensions gave significant result. That means all the seven
dimensions of QWL i.e. Supervisor/manager support, job satisfaction, freedom from work related
stress, salary & additional benefits, relationship with work colleagues, involvement & relationship
at work, communication, decision making & job security made a significant contribution in
predicting OCB. The highest contribution was made by supervisor/manager support and lowest by

salary and additional benefits. Following conclusions can be drawn from the results:

e Organization need to focus upon complete QWL program to motivate employees to perform
OCB.

e Supervisor and managers support influences OCB positively.

e Freedom from work related stress influences OCB positively.

e Salary and other material benefits have positive influence on OCB.

e Relationship with work colleagues do have positive effect on OCB.

¢ Involvement and responsibility at work positively predict OCB in employees.

e Communication, decision making and job security positively predict OCB.

e Job satisfaction positively predict OCB in Indian employees.

The fifth objective of the present study was to comprehend the relationship between role clarity and
OCB. To achieve this objective, all the three dimensions of role clarity in our study i.e. co-worker
related role clarity, work related role clarity and appraisal related role clarity were regressed with
OCB using Hierarchical regression analysis. All the three dimensions added to the prediction of
OCB, with co-worker related role clarity contributing highest and least contribution was by appraisal

related role clarity. Following conclusions can be drawn from the results:

e Role clarity related to the co-workers significantly predict OCB.
e Work related role clarity positively predict OCB.

e Appraisal related role clarity positively influences OCB behaviour.
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The sixth objective was to study the mediating role of role clarity in QWL and OCB relationship.
With the help of Hierarchical regression analysis performed by using Baron and Kenny (1986)
conditions, partial mediation was found to exist in the relationship. Following conclusions can be

drawn from the results:

e There exists a strong direct relationship between QWL and OCB; but QWL also influences OCB

by mediating role of role clarity.

The seventh objective was to study the mediating role of QWL in role clarity and OCB relationship.
With the help of Hierarchical regression analysis performed by using Baron and Kenny (1986)
conditions, partial mediation was found to exist in the relationship between role clarity and OCB,

with QWL as mediator. Following conclusions can be drawn from the results:

e There exists a strong direct relationship between role clarity and OCB; but at the same time, role

clarity influence OCB through QWL as well.

The eighth objective of the present study was to comprehend the moderating function of
demographic variables (gender, position and type of organization) on QWL and OCB relationship.

The conclusions drawn from the findings of the study are:

e Female employees are found to have lower OCB at lower QWL compared to male counterparts
but with high QWL, female employees taken over male employees with high OCB score.

e Position failed to moderate the relationship between QWL and OCB relationship.

e Type of organization was found to significantly moderate the relationship between QWL and
OCB. Public organization employees were found to have high QWL-OCB relationship compared

to private organization employees.

The ninth and last objective was to comprehend the moderating function of demographic variables
(gender, position and type of organization) on role clarity and OCB relationship. The conclusions

drawn from the findings of the study are:

e Gender and type of organization were found to moderate the relationship. Male employees were
found to have high role clarity-OCB relationship as compared to female employees.

e Position failed to act as a moderator of the relationship between role clarity and OCB.
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e Role clarity-OCB relationship was found to be higher in private organization at lower level but

with increase in the level of role clarity, higher level of OCB is shown in Public organization.

Conclusively, the present study demonstrated the function of both QWL and role clarity on OCB.
QWL creates the environment of satisfaction and trust between employees and also with
organization. In same manner, role clarity creates a sense of awareness of expectations by various
stakeholders. It also synergizes role occupants’ ability by linking it with other members. This in turn

promotes OCB behaviour by employees.
6.2 IMPLICATIONS OF THE STUDY

The major contribution of the present study is the focus on the individual employees and trying to
provide the insight on OCB behaviour in Indian organizations. The findings of the present study

comes with some practical implications for the organizations.

First, the present study came up with reliable and validated instruments for measuring quality of
work life, role clarity and organizational citizenship behaviour in the contemporary Indian
environment. Both academia and corporates can benefits by using these instruments to evaluate the
respective variables i.e. QWL, role clarity and OCB in employees, and based upon the results drawn
from the usage of the instruments, policies can be made to create the required environment.
Particularly, the validation of the role clarity scale, which was not used in studies of India or abroad,
gave good results while performing pilot study for factor analysis and CFA performed later on gave

excellent results.

Secondly, the findings of the present study support the hypothesized model that quality of work life
positively influences organizational citizenship behaviour in employees. Therefore, it is imperative
for the firms to create and maintain high level of quality of work life for employees. The study
suggests that the organization need to focus upon complete QWL program to motivate employees to
perform OCB. Supervisor and managers have important responsibility to make employees feel
attached with the organization so as to work for its betterment by performing helping behaviour.
Reduction in work stress adds to the frequency of OCB behaviour performed by the employees.
Salary and other material benefits, though quite low but have the power to increase the OCB
behaviour in employees. Cordial and harmonious relationships between employees do motivate

employees to help each other. With the increase in the involvement of employees in the working of
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the organization, OCB showed by those employees increases as well. Free and unbiased
communication between employees and management reduces the dis-trust and increases the urge for
doing well for the organization in employees. If the employees feel satisfied with the job he/she is
into, he gets motivated to work for its betterment. So, to promote and enhance OCB in employees,

organization need to focus on all these QWL dimensions.

Third, the present study also exhibits that role clarity should be given desired focus by both
management and employees as the results fairly support the significant influence of role clarity on
OCB behaviour of employees. Role clarity related to the co-workers adds to the understanding of
the expectations from a given role by others and also helps in establishing the exchange relationships,
leading to increased efforts of helping behaviour by employees. Once employees is aware about all
the dimensions of the work assigned to him, he is in better condition to understand what kind of
behaviour will provide what kind of benefits and hence leading to conscious behaviour of performing
extra-role tasks. Awareness about the appraisal process helps employees understand the appraisers
and promotes OCB behaviour. These arguments with the significant results of all the three
dimensions of role clarity as predictors of OCB suggests that organization need to help employees

in understanding his/her role at early stage, so as to contribute towards organization.

In order to be motivated enough to perform citizenship behaviour, employees need to be provided
with clear roles along with the right kind of environment comprising of benefits of the kind which
individual employee desire. These conditions creates sense of worth and attachment in employees,
which can give birth to helping behaviours in employees. To achieve this, both management and
employees need to be open about expectations they have from each other. Since, co-workers plays
an important part in QWL and also role clarity, co-workers should be encouraged to have cordial

relationship with each other and also to be vocal about their expectations from each other.

Next, findings of the study do exhibit variations in the variables understudy due to demographic
differences. These findings suggests that the organization should design policies to decrease the gap
based upon demography like gender, type of organization and position held by employees, so that
individual as well as overall quality of work life, role clarity and OCB can increase. To do that,
organization need to understand the underlying reason for the differences. Female employees,
scoring less in almost all the dimensions, symbolizes the existence of taboo and stress on females in

Indian context. Organizations need to put extra effort to bring forth female employees and remove

156



the ongoing discrimination with females at workplace. In terms of type of organization, fortunately,
almost all the dimensions gave insignificant result, which show filling up of the gap between
employees of private and public organizations. Both the sectors can learn and adopt the best practices
followed and reduce the gap further. Significant difference in QWL dimensions on the bases of
position show the gap in the conditions available to employees of different levels. This difference
has become reason of unrest many a times in Indian history. Management need to fill this gap by

providing better facilities to employees at lower level.

Further, the findings of the study effectively contribute to existing literature of QWL, role clarity
and OCB in following ways: first, the lack of existing framework establishing the relationship among
the variables under study persuaded the researcher to theoretically establish and empirically
investigate a conceptual model that linked QWL with OCB to establish another benefits of investing
in employee welfare policies by organization. The present study empirically established that with
dimensions like supervisor/manager support, job satisfaction, freedom from work related stress,
salary & additional benefits, relationship with work colleagues, involvement & responsibility at
work, communication, decision making & job security, QWL influences OCB. Second, role clarity,
based upon various social theories like role theory, role identity theory and social cognitive theory
extends the influence on individual behaviour i.e. OCB in the present study. Third, the mediation of
role clarity in QWL-OCB relationship and mediation of QWL in relationship of role clarity and OCB

show joint influence on OCB.
6.3 SUMMARY OF THE CHAPTER

This chapter presents the conclusions drawn from the results and discussions made about various
hypotheses drawn from the literature review. The research concludes that that by providing proper
QWL program and clearing the role expectations, the organization could motivate the employees to
perform OCB behaviour. The influence of QWL and role clarity dimensions on OCB was also
concluded to be positive and significant. This also threw light on the influence of various QWL
programs and type of role expectation on OCB in Indian scenario. The implications included both
managerial and research aspects gave the message of contributions made by the present study to the

academia as well as to the corporate world.
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Chapter 7
LIMITATIONS AND FUTURE RESEARCH DIRECTIONS

The seventh and the last chapter of the present study highlights the limitations and proposes future
research direction in light of research findings of the study. The chapter is divided into two sub-
sections. Section one discusses the limitations of the study and the other section propose the future

research directions.
7.1  LIMITATIONS
Just like most of the studies, present study is also not free from limitations. They are:

First, the present study followed cross sectional design of research. Although it has been advocated
by various researches to be used while collection of data from huge ample size, it constrains the
causality of the relationship. It could be argued for our study that OCB is not only the function of
QWL and role clarity but there are other variables leading to OCB behaviour like leadership

behaviour, personality factors etc.

Second, the small sample size of female respondents in comparison to male respondents may have
given false results while performing various demographic comparisons for various variables. For
example- most of the dimensions of OCB higher score for male respondents as compared to female
employees. This might be because of small representation of female participants. So, the

generalization of such findings is not possible to the whole population.

Third, the responses were taken in one time period, there can be chances of common method

biasness.

Forth, only three moderating variables i.e. gender, type of organization and position have been
considered as moderator of relationships in present study. There could be other demographic
variables which can moderate the relationship between independent and dependent variables like

age, size of family of the respondents.

Fifth, the present study used self-administered questionnaires to consider the employees’ perception

of QWL, role clarity and OCB. The employees have the chances to report the socially desirable
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answers leading to self-serving bias. The respondents self-serving bias is another limitation of the

study as the data collected is survey based.

Sixth, the collection and interpretation was based upon heterogeneous data collection. This means

that the results obtained cannot be generalized to other industries.
7.2  FUTURE RESEARCH DIRECTIONS

Future researches on the topic could use longitudinal research design to achieve more valid results.
Longitudinal research design will provide the interesting information on how the policies of QWL
changes with time. Also, how the impact of QWL and role clarity changes with time on employee’s

OCB behaviour.

The present study just focus upon employee’s perception about QWL dimensions. Future studies
could use actual amount spent on various QWL policies by the organizations, so as to compare the
actual value given by organizations and perceived value given by employees to various QWL

dimensions.

Present study first time appears to provide the statistical validation (confirmatory factor analysis) of
role clarity scale. On a methodological note, this measure is needed to be tested repeatedly to remove

any discrepancy if any.

The present study focused upon QWL and role clarity’s impact on OCB. The future researches could
explore other variables as outcome. The future research could look for other variables like turnover

intensions, career commitment etc. to know their true nature of predictive power.

Similarly, more variables can be added as independent variables so as to get the entire picture of

how OCB is shaped in the organization.

Variables like Self-esteem, socialization processes and organizational cultures can be used to

mediate the relationship in the study so as to understand the underlying mechanisms.

The future researches should consider providing equal representation for both male and female

respondents. This will help in drawing conclusions which will be better suited to both the genders.

Also, future research could be conducted by performing industry focused research. The comparative

analysis will be helpful in understanding the existence of differences if any.
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7.3 SUMMARY OF THE CHAPTER

The chapter highlighted the limitations and future research directions. While listing down the
limitations of the present study, self-reported measure of data collection, cross sectional research
design were found to be major limitations of the study. In the second sub-section of the study, future
research implications like use of longitudinal research design to properly understand the causal
relationships were discussed. Use of other variables at dependent as well as independent variables is
encouraged to understand the true nature of the relationship. Industry specific research is encouraged

so as to understand and compare the conditions in various industries.
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APPENDIX 1- SURVEY SCALES

INDIAN INSTITUTE OF TECHNOLOGY ROORKEE

DEPARTMENT OF MANAGEMENT STUDIES

Dear Participant,

Human resource has become the most valuable asset of an organization. Performance of any
organization largely depends on the knowledge, skills, and abilities of its human resource and its
effective utilization. Quality of work life and role clarity are the individual dimensions which directly
influence the ability and motivation of employee to work for organization. In this study we tend to
explore the role of quality of work life and role clarity on organizational citizenship behaviour in
Indian organizations.

In this direction the attached questionnaire is a tool to help us understand your perceptions on the
above said factors as you have work experience in the organization. Your response will add value to
our research as well as to the literature. We therefore request your response to the survey. Your
response will enhance the reliability of the findings of this research. In return for your participation,
we undertake to respect strictly your anonymity by using your responses only as statistical data for
the research.

Completed questionnaire may be sent through email at following email ids:

mohitddm @iitr.ernet.in

mohitaug @ gmail.com

Thank you in anticipation.

Yours sincerely

Mohit Yadav

(Research Scholar)

Department of Management Studies
Indian Institute of Technology Roorkee,
Roorkee-247667

Uttarakhand, India

mohitaug @ gmail.com

Dr. Santosh Rangnekar

(Research Supervisor)

Head & Associate Professor
Department of Management Studies
Indian Institute of Technology Roorkee,
Roorkee-247667,

Uttarakhand, India

srangnekar] @gmail.com
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Instrument for Data Collection
Demographic Information Section

Gender: M/F ....... Educational Qualifications: ............ Name of Organization: ............ Type
of organization (Public/private): .......... Role/ Position: ..........ccccuvenneee. Age:.......... Total Work
Experience: ...........................Experience in Current Org.: ............ Managerial Level
Occupied.......cocoeevviieeniieeiieenieeens

Part A- Quality of Work Life (McDonald, 2001)

This questionnaire asks about your Quality of life at work. Please read each of the statements
carefully, and consider the extent to which you agree or disagree with them in terms of your
current job. Indicate your responses by marking one of the numbers after each statement.

Please use the following scale in rating each statement: (1) Strongly Disagree; (2) Disagree; (3)

Not Sure; (4) Agree and (5) Strongly Agree.

S. No. Statements 1 |2 |3 (4 |5

1 My organization is good at making decisions. 1 (2 |3 |4 |5

2 Overall, I find my work enjoyable. 1 12 |3 |4 |5

3 Considering my educational qualifications and/ or skills, my 1 |2 |3 |4 |5
salary is lower than it should be.

4 The feedback I receive on my work from my manager/ 1 |2 |3 |4 |5
supervisor is constructive.

5 I would like to be able to take more responsibility for my work. |1 |2 |3 |4 |5

6 Relationships with work colleagues are frequently a source of 1 (2 |3 |4 |5
stress.

7 I am well informed about the work of my organization as a 1 (2 |3 |4 |5
whole.

8 My work offers me little chance to learn new skills. 1 (2 |3 |4 |5

9 I feel that my job provides me with a secure future. 1 (2 |3 |4 |5

10 My colleagues support me at work. 1 |2 |3 |4 |5

11 I would like more opportunities to contribute to decisions at 1 |2 |3 |4 |5
work.

12 My work is often a source of stress to me. 1 |2 4

13 I would like to receive more credit for the work I do well. 1 |2 4 |5

14 There is generally a good feeling of co-operation among my I |2 |3 |4 |5
colleagues.

15 The communication within my organization is poor. I |2 |3 |4 |5

16 My work does not offer me the opportunity to use my skillsand |1 |2 |3 |4 |5
abilities fully.

17 My workload is generally reasonable. I |2 |3 |4 |5
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S. No. Statements 1 |2 |3 (4 |5

18 My manager/ supervisor has adequate knowledge to guideand |1 (2 |3 |4 |5
advise me.

19 I believe that my job is secure. 1 |2 |3 |4 |5

20 When I am under pressure, this is usually recognized and dealt |1 |2 |3 |4 |5
with by my manager/supervisor.

21 I could be better informed about the decisions my organization |1 |2 |3 |4 |5
makes.

22 My salary is reasonable given my previous work experience. 1 |2 |3 |4 |5

23 I always feel tired at work. 1 |2 |3 |4 |5

24 I feel that I do not receive enough feedback on my work. 1 |2 |3 |4 |5

25 Targets for me to work towards should be set more regularly. 1 (2 (3 |4 |5

26 My work allows me to do what I am best at. I |2 |3 |4 |5

27 I would like more chance to become involved in different I |2 |3 |4 |5
aspects of my organization’s work.

28 I find it difficult to talk to my manager/ supervisor. 1 |2 |3 |4

29 I am able to pursue areas that are of personal interest to me 1 12 |3 |4
through my work.

30 I have good working relationships with my colleagues. 1 12 |3 |4 |5

31 My organization often makes decisions that concern or puzzle 1 12 |3 |4 |5
me.

32 I often feel stressed when at work. 1 |2 |3 |4 |5

33 My work offers me little scope to develop my skills and 1 |2 |3 |4 |5
abilities.

34 My organization’s policies generally benefit its employees. 1 |2 |3 |4 |5

35 My salary is reasonable for the type of work I do. 1 |2 |3 |4 |5

36 Sometimes I feel that my physical health may suffer becauseof |1 |2 [3 |4 |5
my working environment.

37 I feel I know about the goals of my organization. 1 (2 |3 |4 |5

38 My work offers me a positive challenge. 1 (2 |3 |4 |5

39 My manager/ supervisor deals fairly with all employees. 1 |2 |3 |4 |5

40 I often take work home to finish it on time. 1 |2 |3 |4 |5

41 Apart from my salary, the benefits I get (e.g. pension, 1 (2 |3 |4 |5
healthcare) are adequate.

42 There is little variety in my work. 1 12 |3 |4 |5

43 I am always told what to do at work. 1 12 |3 |4 |5

44 I do not have trouble getting to sleep due to worry about work. 1 |2 |3 |4 |5

45 Overall, I would be happier in another job. 1 |2 |3 |4 |5

46 There are few opportunities to develop good relationshipswith |1 |2 |3 |4 |5
my work colleagues.

47 My manager/supervisor offers me all the supervision I want. 1 12 |3 |4

48 I feel that changes in my organization mean that I will soon 1 12 |3 |4

have to look for another job.
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S. No. Statements 1 |2 |3 (4 |5
49 My manager/ supervisor is open to different ways of working. 1 (2 |3 |4 |5
50 I have the freedom to try out some of my own ideas at work. 1 |2 |3 |4 |5
51 I would like my work to be more stimulating. 1 |2 |3 |4 |5
52 My salary is appropriate for my responsibilities. 1 |2 |3 |4 |5
53 I often wake up at night worrying about work. 1 (2 |3 |4 |5

Part B- Role Clarity (Udai Pareek, 2002)

For each item please indicate how clear you are about it, by marking one number (1, 2, 3, 4, or 5)

according to the following key:

Mark S if you are quite clear, and know as much as you would like to know about it.
Mark 4 if you are fairly clear about it.

Mark 3 if you are clear about many aspects, but not all

Mark 2 if you are rather unclear about it.

Mark 1 if you have very little clarity, and you know very little compared to what you would

like to know.

S. No Statements 11234
1 What your senior officers expect from you (what and how they 2 4
expect you to perform)
2 What your colleagues/peers expect from your role. 1121345
3 What your juniors expect from your role. 112131415
4 Priorities in your role tasks. 1121345
5 Reporting relationship (whom you report to). 112]3]4]5
6 Reporting relationship with juniors (who all report to you) 112131415
7 Staff relationship i.e. relations with people for professional 112|345
purposes.
8 Rules, regulations and procedures relevant for your role. 112)3]4|5
9 Resources (financial) available for completing your tasks. 1121345
10 Resources (personnel and others) available to you. 112131415
11 Authority (financial) of your role. 112131415
12 Non - financial authority (e.g.to take action) of your role. 112)3]4)|5
13 Appraisal system to assess how well you perform in your role. 1121345
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S. No Statements 12345
14 Reward system for good /effective work. 1123

B~
[V,

15 Promotional policy and procedures. 112131415

Part C- Organizational Citizenship Behaviour (Podsakoff et al. 1990)

Keeping in mind, your own experience in your Organization, please tick the number of your choice
against each statement. There is no right or wrong answer. The choices are: (1) Strongly Disagree;

(2) Disagree; (3) Not Sure; (4) Agree and (5) Strongly Agree.

S. No. Statements 11213145
1 | T help others who have heavy workloads. 213145
I attend meetings that are not mandatory, but are considered 1|2 4
2 | important.
3 | I believe in giving an honest day’s work for an honest day’s pay. 1 (23|45
4 | I report only major and relevant issues. 1 (2 (3 (4|5
5 | I try to avoid creating problems for co-workers. 1 |2 (3|45
6 | I keep abreast of changes in the organization. I (2 (3|45
7 | I am quite patient. 1 |2 (3|45
8 | I consider the impact of my actions on co-workers. I (2 (3|45
9 | I know how to report complaints and suggestions peacefully. 1 |2 (3|45
10 | I am always ready to lend a helping hand to those around me. 1 (2 (3|45
11 | I attend functions that are not required, but help the company image. |1 |2 |3 |4 |5
I read and keep up with organization announcements, memos, and 11213 (4]5
12 | so on.
13 | I help others who have been absent. 112131415
14 | I do not abuse the rights of others. 1 1213 1]4]5
15 | I willingly help others who have work related problems. 112131415
16 | I always focus on positive side, rather than what’s wrong. 1 123 1]4]5
17 | I take steps to try to prevent problems with other workers. 112131415
18 | My attendance at work is above the norm. 1 123 1]4]5
19 | I have full faith with what the organization is doing. 1 (2 (3|45
20 | I understand how my behaviour affects other people’s jobs. 1 (2 (3 (4|5
21 | I do not take extra breaks. 1123 (4]5
I obey company rules and regulations even when no one is 1 (23|45
22 | watching.
23 | I help orient new people even though it is not required. 1 (2 (3 |4
24 | I am one of the most vigilant employees. 1 1231415
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