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ABSTRACT

Work Place behaviours have been in research fdorsp years and for past four decades in additioth&b the
Organisational Citizenship Behaviour also considege massive one and it is the conversion of orgéiisal
effectiveness. It is considered by both the sideganisational policies and norms play a signiftaate of an individual’s
behaviour. The employees in public sector mightehtie difference with private sector employeessThought enhances
this study to be conducted in Salem Steel Plare. diijective of this descriptive study proceededwie identification of
level of Organisational Citizenship Behaviour, te&ationship between the level of OrganisationdizEnship Behaviour
and the democratic variables and the factors affg¢he OCB of the employees. The questionnairdenvaith four main
variables, Altruism, Courtesy, Conscientiousnesgicirtue and sportsmanship. Four hundred empsywere taken for
the study through convenient sampling. The findindsntified that employees are very often or almesty often
according to their situation they are utilizing $bevariables. Only few democratic variables aratipety related to the
OCB.

KEYWORDS: Organisational Citizenship Behaviour (OCB), AltmisCourtesy, Conscientiousness, Civic Virtue and

Sportsmanship
INTRODUCTION

A human spends most of his time in his life in thaerk place. Many of his life choices and satisfactdepends
on his work nature and organization where he beaddogln this kind of life, a man should have tlehévioral attributes
and attitudes to make life interested and easyBukit is not the single side proposal and orgatiin also should engage
him in the same way. It is all about the organaadi effectiveness which gives positive consequengevork place.
Around four decades back the term coined as Orgtoiml Citizenship Behavior which tends to serwentt the bell
ringers but to ones who are known to ‘go the ertile’ or ‘go above and beyond’ the minimum efforégjuired to do a
merely satisfactory job. Organizational CitizensBiphavior (OCB) is a term that encompasses anythogitive and

constructive that employees do, of their own votitiwhich supports co-workers and benefits the @mp
ORGANISATION CITIZENSHIP BEHAVIOUR

Organizational Citizenship Behavior (OCB) has ugdee subtle definitional revisions since the teraswoined
in the late 1980s, but the construct remains timeesat its core. Organizational Citizenship Beha(®€B) refers to
anything that employees choose to do, spontaneauslyof their own accord, which often lies outsideheir specified

contractual obligations. In other words, it is d&®nary. Organizational Citizenship Behavior (QGBay not always be
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directly and formally recognized or rewarded by tteampany, through salary increments or promotiarseikkample,
though of course Organizational Citizenship Beha(@CB) may be reflected in favorable supervisod ao-worker
ratings, or better performance appraisals. In\way it can facilitate future reward gain indirectiinally, and critically,
Organizational Citizenship Behavior (OCB) must mate the effective functioning of the organizatio@rganizational
Citizenship Behavior (OCB) has been shown to hapesitive impact on employee performance and weitheand this
in turn has noticeable flow-on effects on the oigation. The correlations between Organizationatiz€nship
Behavior (OCB) and job satisfaction is approxima@i (Organ, 1988). There is empirical evidencetlie widely-held
belief that satisfied workers perform better, thistis correlation, not causal. However, certaipey of performance —

primarily those related to citizenship behavior i lae affected by job satisfaction.

Think of workers who are cooperative with their srprs and colleagues, willing to make compromiaed
sacrifices and are ‘easier to work with’, workereonvhelp out with the extra little things’ withowomplaining these

behaviors are all encompassed within OrganizatiGiteenship Behavior (OCB).

The effects on employee performance are threefeifdtly, workers who engage in Organizational @itighip
Behavior (OCB) tend to receive better performaratings by their managers. This could be becausdogegs who
engage in Organizational Citizenship Behavior (O@B) simply liked more and perceived more favorabtyit may be
due to more work-related reasons such as the mesdgmief that Organizational Citizenship Behayi@CB) plays a
significant role in the organization’s overall sass, or perception of Organizational Citizenshighd&éor (OCB) as a
form of employee commitment due to its voluntaryuna. Regardless of the reason, the second effeittat a better
performance rating is linked to gaining rewardsuelhsas pay increments, bonuses, promotions or vetated benefits.
Thirdly, because these employees have better peafuze ratings and receive greater rewards, whercahgany is

downsizing e.g. during an economic recession, thaggoyees will have a lower chance of being mademdant.
DIMENSIONS OF ORGANIZATIONAL CITIZENSHIP BEHAVIOUR

The organizational citizenship behavior consistvaf dimensions, they are as follows
ALTRUISM

Altruism or selflessness is the principle or praetiof concern for the welfare of others. Altruismancbe
distinguished from feelings of loyalty. Pure altnu consists of sacrificing something for someoiteiothan the self (e.g.
sacrificing time, energy or possessions) with npeetation of any compensation or benefits, eittirct or indirect (e.g.,

receiving recognition for the act of giving).
COURTESY

Courtesy has been defined as discretionary belsathat aim at preventing work-related conflictshaitthers.
This dimension is a form of helping behavior, bunedhat works to prevent problems from arisingalfio includes the

word’s literal definition of being polite and codsrate of others.
CONSCIENTIOUSNESS

Conscientiousness is the personality trait thatefined as being thorough, careful, or vigilaniniplies a desire

to do a task well. Conscientious people are efiicend organized as opposed to easy-going andesarelhey exhibit a
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tendency to show self-discipline, act dutifully,daaim for achievement; they display planned rathen spontaneous

behavior; and they are generally organized andraigise.
CIVICVIRTUE

Civic virtue is characterized by behaviors thatitate an employee’s deep concerns and active sitardhe life of the
organization. Civic virtue represents an employde&ding of being part of the organizational whotethe same way a
citizen feels a part of his or her country. An eoygle displaying civic virtue behaviors embracesrdsponsibilities of
being a ‘citizen’ of the organization. Employeeshibiting civic virtue behaviors are responsible nbems of the

organization who actively engage in constructiwelrement in the policies and governance Orgaropati
SPORTSMANSHIP

Sportsmanship has been defined as willingness@padlt of the employee that signifies the employéalerance

of less-than-ideal organizational circumstancesavit complaining and blowing problems out of prdjmor.
REVIEW OF LITERATURE

Walz, S.M.; Niehoff, B.P. (2000nade a study on Determinants of Organizationak&iship Behavior and Its
Outcomes among the employees the South Koreantimetigrom a sample of 1,100 employees from Korational
Industrial Complex. The findings showed that pragetijustice, transformational leadership and caxipy had positive
effects on employees in Organizational CitizendBghavior (OCB). As the study results indicated,cpdural justice

showed a significant effect on Organizational @itighip Behavior (OCB).

Chang, Chi-Cheng, Tsai (2011analyze the organizational citizenship behaviorsd a@rganizational
Commitments of Organizational Members Influences Hiffect of Organizational Learning. The researdahadivery 200
guestionnaires to 12 companies; the final respandea is 52.5 %. The result of the study inclutlest organizational
citizenship behavior and organizational commitmeimfluence organizational learning effects posiyyeand

organizational citizenship behaviors can be infagzhpositively by organizational commitments.

Podsakoff, N.P. Et al (2009) conducted a study oga@izational Citizenship Behavior Factor Structarsong
Employees in Hotel Industry. This research was towlee among the 557 employees working in some &8h&rom the
Northern Region of Peninsular Malaysia providindf sating of Organizational Citizenship Behavior@8). The
Objective of the study was to develop the Orgaioral Citizenship Behavior (OCB) factor structurer fthe non
managers of Hotel employees in Malaysia. This stdeyonstrated that employee’s citizenship behavorgribute to

Organizational Effectiveness.

Nielsen, T.M (2009}the survey was made among the Organizational @gli@ Behavior in Public and Private
sector and Its Impact on Job Satisfaction: A CoitipetStudy in Indian Perspective. The data werkected from 200

employees consisting of managerial and Non-Manabstaff from both the private and public sector.

Maignan, I.; Ferrell, O.C (2001his survey is made on Job Satisfaction and Orgéinizal Citizenship Behavior:
An Empirical Study at Higher Learning Institutionshe Objective is to investigate the effects of timensions of job
satisfaction, instincts and extrinsic on two typé©rganizational Citizenship Behavior. The reshasas undergone with

20 educational Institutions. The result show thathlinstincts and extrinsic job satisfaction toiagb the organizational
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goals even though they exceed through the form#siand responsibilities.

Peterson, D.K. (2004}jhe research was made on the topic of OrganizdtiQitizen Behavior and Their
Relationship to Social Capital in Public Organiaat of Qom Province, a comprehensive research diabaen done

about it in public organizations of Islamic Repulif Iran with a reference of 1200 employees.

Bateman & Organ (1983) Organizational citizenshghdwvior (OCB) is referred to as a set of discretign
workplace behaviors that exceed one’s basic johireaents. They are often described as behaviatsgd beyond the
call of duty. Research on Organizational CitizepsBehavior (OCB) has been extensive since its dhtcton nearly

twenty years ago.

Organ (1988) in the viewpoint of some scholars, @igational Citizenship Behavior (OCB) is definesl a
employee’s behaviors that go beyond the role requénts, that are not directly or explicitly recagpa by the formal

reward system, and that facilitate organizationatfioning.

Van Dyne et al (1994) Organizational citizenshiphdgor has been defined in the literature as a imult
dimensional concept that includes all positive aigationally relevant behaviors of organizationaémbers including
traditions in role behaviors, organizationally jrezht extra-role behaviors, and political behavissch as full and

responsible organizational participation.

Jahangir et al (2004), Organ (1988) argued thatfirgtional Citizenship Behavior (OCB) is held ®\btal to
the survival of an organization. He elaborated tirgianizational citizenship behavior can maximize éfficiency and
productivity of both the employee and the orgamimatthat ultimately contribute to the effective @tioning of an

organization.

Organ (1990) The extent to which employees go tkteaemile for their organizations can be capturgd b
organizational citizenship behaviors (OCB) defirmsd“those organizationally beneficial behaviors gedtures that can

neither be enforced on the basis of formal rolégaltions nor elicited by contractual guaranteeseoompense”.

Brammer, S., Et al. (2007) some researchers ptedtains to the factors that can make people parfeghaviors,
such as Organizational Citizenship Behavior (O0B);instance, the role of ethics can be a exampietHis approach.
Ethical leaders also create social exchange rekdtips with their followers, and these subordinai#s be expected to

reciprocate to this care and fair treatment by gimggin citizenship behaviors.

Lin et al (2008) in viewpoint of Lin et al., the ganizational Citizenship Behavior (OCB) is a forfethics.
Given that citizenship challenges the basis andkiwgs of the basic institutions market, state, aidl society,

organizational citizenship behaviors (OCB) becoméngportant moral tenet found in some codes otathprinciples.
SUMMARY

The company “Salem Steel Limited” was registered @etober 25, 1972. It was a Government of India
undertaking and subsidiary of SAIL. It posted itoquctivity with the vision of To be a respected world Class
Corporation and the leader in Indian steel busimesgpuality, productivity, profitability and custan satisfaction’.The
Plant has around 1344 employees on its pay rollnaost of them are with good educational and trgifiackground. In

the main production department alone consideredtlier research. The study concise with main prodocbased
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employees. It was counted those 780 employees. #tlithe fifty percentage employees were taken ferdtudy with
simple random sampling. The data collected thrabghstructured questionnaire. Since all the em@syre educated and
trained they were interested to see the researestignnaire and made their entry. Only the limitativas they could not

make good time in between their work.
Objectives of the Study

* To find out the level of Organizational CitizenstBghavior (OCB) of employees in Steel Authorityloflia Ltd
(SAIL) at Salem.

e To understand the factors contributing to the Orgaional Citizenship Behavior (OCB).

e To know the relationship between Democratic vaeatdnd Organizational Citizenship Behavior varmlifeSteel
Authority of India Ltd (SAIL).

* To analyze the Influencing variables on OrganireticCitizenship Behavior (OCB) in Steel Authoritylodia Ltd
(SAIL).

ANALYSIS AND INTERPRETATION

SAIL has the history of around 43 years and theardents in the production are mostly in the agélofo 50
yrs. It seems that experienced employees are manpioduction. Regarding educational qualificatioa basic education
was ITI or any other technical qualification rethte machinery handling. More than one third emptsyare experienced
more than a decade. Their salary scale was decent.

The factors of OCB were taken as Altruism, Congameisness, Civic virtue, Courtesy, and SportsmansHiese
were measured with the structured questionnairetlzadevel of OCB identified with five point scalall the features are
measured with weighed mean and identified with maxn scale with around 3.5 to 4 points. Which imgplibeir OCB

level is invariably high. (Table 1)

Correlation Analysis examines the relationship lesmthe taken democratic variables (Age group ¢fleyees,
Educational Qualification of Employees, Experience designation of employees) and OCB factors (Adimy
Conscientiousness, Civic virtue, Courtesy and Spuahship). From the analysis it was identified tbatnocratic
variables are significantly associated with OCBdes. (Table 2,3 and 4)

Regression Analysis explains the influencing vdealhe democratic variables (Age group of emplsyee
Educational Qualification of Employees, Experieitéesignation of employees, Department of the eyg#s, Salary of
the employees) and OCB factors (Altruism, Cons@ershess, Civic virtue, Courtesy and Sportsmanshigre taken and
it was identified that more than age group of emeés, Qualification and Salary of the employeles,work experience,

the department which they belongs to and desigmatie augmenting the Organizational CitizenshipaBajur. (Table 5)
CONCLUSIONS

In other words, although Organizational CitizendBghaviour (OCB) in itself is the “voluntary penfosance of work
that is not allocated to any particular persortliaion in which employees do not know what thelrs are because them
considerable stress that ultimately hinders Orgaioizal Citizenship Behavior's manifestation (Cha@hi-Cheng, Tsai

(2011)); The study analysed the factors in a puldiictted company towards OCB. The outcome shows$ éhxésting
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Organisational Citizenship Behaviour (OCB) is efffiee and the organization is fully responsible fmhancing the

positive citizenship behaviour with employees.
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Table 1: Weighed Average of OCB

S. No Factors Score Scale
1. Altruism 3.2 Almost very often
2. Conscientiousness | 4.41 | Very often
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3. Civic virtue 4.01 | Very often
4. Courtesy 4.02 | Very often
5. Sportsmanship 4.1 Very often

Ho: There is no association between Age and AltruismonsCientiousness, Civic Virtue, Courtesy and

Sportsmanship.

Hi: There is an association between Age and AltruisransCientiousness, Civic Virtue, Courtesy and

Sportsmanship.

Table 2: Relationship between Age and OCB Variables

Age |Altruism COSSSr?ieir;ﬁO Civic Virtue | Courtesy|Sportsmanship
Pearson Correlation 1 -.179 -.055 -.136 -.077 -.088
Age Sig. (2-tailed) 076 583 177 444 385
N 100 100 100 100 100 100
Pearson Correlation | -.179 1 389" 623" 668" 465"
Altruism  [Sig. (2-tailed) .076 .000 .000 .000 .000
N 100 100 100 100 100 100
Pearson Correlation | -.055 | .389 1 474 485" 465"
chgrf;es”“ Sig. (2-tailed) 583 | .000 000 1000 1000
N 100 100 100 100 100 100
Pearson Correlation | -.136 | .623 474 1 5917 5217
fz'r‘t’l'fe Sig. (2-tailed) 177 | .000 | .000 1000 1000
N 100 100 100 100 100 100
Pearson Correlation | -.077 | .668 485" 591" 1 659"
Courtesy [Sig. (2-tailed) 444 .000 .000 .000 .000
N 100 100 100 100 100 100
Pearson Correlation | -.088 | .465 465" 5217 659" 1
?r?igrtsmanSig. (2-tailed) 385 | .000 .000 .000 .000
N 100 100 100 100 100 100
** Correlation is significant at the 0.01 leveHailed).

Hqo: There is no association between Qualification attdusm, Conscientiousness, Civic Virtue, Courtesy

Sportsmanship.

Hi: There is an association between Qualification aticidm, Conscientiousness, Civic Virtue, Courtesy

Sportsmanship.
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Table 3: Relationship between Qualification and OCB/ariables

Qualification |Altruism Cons:;esr;tious Civic Virtue | Courtesy Sposrrt]is[:nan
Pearson Correlatio 1 .045 .090 .078 .011 .022
OQr‘]‘a”ﬁcati Sig. (2-tailed) 659 374 439 911 | 827
N 100 100 100 100 100 100
Pearson Correlatio .045 1 389" 623" 668" 465"
Altruism  [Sig. (2-tailed) 1659 1000 1000 1000 1000
N 100 100 100 100 100 100
Pearson Correlatio .090 389" 1 474 485" 465"
glj’s”rfg;m Sig. (2-tailed) 374 .000 .000 .000 .000
N 100 100 100 100 100 100
Pearson Correlatio .078 623" 474 1 591" 5217
8‘9{3’6 Sig. (2-tailed) 439 1000 1000 000 | 000
N 100 100 100 100 100 100
Pearson Correlatio 011 668" 485" 5917 1 659"
Courtesy [Sig. (2-tailed) 911 1000 1000 1000 1000
N 100 100 100 100 100 100
Pearson Correlatio .022 465 465 5217 659" 1
rslgr‘]’igsma Sig. (2-tailed) 827 .000 .000 .000 .000
N 100 100 100 100 100 100
**. Correlation is significant at the 0.01 leveH@iled).

Ho: There is no association between Designation andiidfh, Conscientiousness, Civic Virtue, Courtesyg an

Sportsmanship.

Hi: There is an association between Designation andiigih, Conscientiousness, Civic Virtue, Courtesyg an

Sportsmanship.

Table 4: Relationships between Designation and OCBariables

Correlations
Experience | Altruism Const ey Civic Virtue | Courtesy Sport_smans
ess hip

Pearson Correlatig 1 -.167 -.148 -.137 -.144 -.138
Experience [Sig. (2-tailed) .097 142 174 .153 171

N 100 100 100 100 100 100

Pearson Correlatiq  -.167 1 .389° 623 668 465
Altruism i i

Sig. (2-tailed) .097 .000 .000 .000 .000
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N 100 100 100 100 100 100

Pearson Correlatiq  -.148 .389" 1 474 485 465
Conscien i i
_ Sig. (2-tailed) 142 1000 1000 1000 1000
tiousness

100 100 100 100 100 100

Pearson Correlatiq  -.137 623" A74 1 591" 521
Civic virtue [Sig. (2-tailed) 174 .000 .000 .000 .000

N 100 100 100 100 100 100

Pearson Correlatiq  -.144 668" 485 591" 1 659"
Courtesy  [Sig. (2-tailed) 153 1000 1000 1000 1000

N 100 100 100 100 100 100

Pearson Correlatiq  -.138 465 465 521 659" 1
ﬁi';ortsma”SSig. (2-tailed) 171 .000 .000 .000 .000

N 100 100 100 100 100 100
** Correlation is significant at the 0.01 leveHailed).

Ho: The independent variables Age, Qualification, Dapant, Designation, Experience and Salary are do no

affecting Organization Citizenship Behaviour of teepondents.

Hi: The independent variables Age, Qualification, Dapant, Designation, Experience and Salary are tafifgc

Organization Citizenship Behaviour of the responslen

Table 5: Regression Analysis

Model R R Square

1 .106" .011

a. Predictors: (Qustant), Salar
Department, Qualificatio
Designation, Experience, Age

Table 6
Anova®
Model Sum of Squareg Df | Mean Square| F Sig.
Regression 466 6 .078 162 | .986
1 Residual 41.119 86 478
Total 41.585 92
a. Dependent Variable: OCB
b. Predictors (Constant), Salary, Department, Qualification, sigaation
Experience, Age
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Table 7

(Constant)

Age -.075 .140 -.101 -.539 591

Qualification -.031 .054 -.069 -.581 .563
1 |Experience .058 129 .080 448 .655

Department .018 .080 .026 221 .825

Designation .026 .090 .038 .287 775

Salary -.003 101 -.004 -.028 .978

a. Dependent Variable: OCB

OCB = Age+ Qualification+ Department+ Designation+ Erigece+ Salary

=-0.539-0.581+0.448+0.221+0.287-0.028




