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Abstract 

The aim of the present study was to inspect and explore the relationship between 

Human Resource Development Climate (HRD C) and Organizational Citizenship 

Behavior (OCB). In this study, Human Resource Development Climate (HRD C) was 

treated as an independent variable and Organizational Citizenship Behavior (OCB) 

as a dependent variable. The relationship between the independent and dependent 

variable was explored using Pearson’s coefficient of correlation and simple linear 

regression analysis. Demographic variables undertaken in this study includes; 

Nature of Organization, name of the organization, gender, age, tenure, and length 

of the service. These demographic variables have also been explored through 

inferential analysis using t-test, and One way ANOVA. Based on the literature 

support, five dimensional model conceptually proposed by organ in year 1988 and 

empirically validated by Podsakoff et al. in year 1990 has been used in the present 

study to measure Organizational Citizenship Behavior (OCB) among the employees 

of sample organizations. This five dimensional model of OCB includes sub-variables 

namely, Altruism, Conscientiousness, courtesy, civic-virtue and Sportsmanship. 

Whereas, a scale developed by the pioneer of HRD Climate concept Rao and 

Abraham (1990), is the sole measure available in the literature to measure HRD 

climate. It has three elements namely; General Climate, OCTAPACE Culture, and 

HRD Mechanisms. The present study has been conducted in the banking industry, 

with the two banks from private sector {namely, Jammu and Kashmir bank (JKB) 

and Housing development and financial corporation (HDFC)} and two banks from 

public sector {State bank of India (SBI) and Punjab national bank (PNB)}. The 

present study is based on the responses collected from 316 Branch Heads, who have 

been selected as a choice of source with the aim to avoid the common method 

variance based on the recommendations available in the literature.  The results 

obtained in the present study signify a positive and significant correlation between 

Human Resource Development Climate and Organizational Citizenship Behavior 

(r= 0.486, p<0.05). And HRD Climate significantly predicted OCB with the coefficient 



 

of correlation R and coefficient of determination R2 to be 0.486 and 0.34 

respectively. The value of adjusted R2 of 0.344 indicated that 34% of the variance of 

OCB is affected by the HRD Climate. Further, the regression analysis divulged that, 

OCTAPACE Culture is a key element in fostering Organizational Citizenship 

Behavior among employees of sample organization. And OCTAPACE Culture 

contributed in predicting Altruism, Conscientiousness and courtesy. While as, HRD 

Mechanisms were found to predict civic-virtue. Whereas, three dimensions of HRD 

Climate were found having no contribution in the prediction of Sportsmanship. Only 

courtesy and civic-virtue were found contributing in a significant difference in the 

means on the basis of organizations, rest demographic variables were found having 

an insignificant impact in the variance of all the five and three dimensions of OCB 

and HRD Climate respectively. 
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Intrоductiоn 

 

hе  рrеsеnt study intrоducеs а rеsеаrch еndеаvоr thаt аims tо invеstigаtе 

thе rеlаtiоnshiр bеtwееn twо study vаriаblеs viz; Humаn Rеsоurcе 

Dеvеlорmеnt Climаtе аnd Оrgаnizаtiоnаl citizеnshiр bеhаviоr in thе bаnking 

industry ореrаting in J&K stаtе. Thе kеy оbjеctivе оf this еndеаvоr is tо 

еxрlоrе thе rеlаtiоnshiр bеtwееn thеsе twо constructs in Jаmmu аnd Kаshmir 

cоntеxt. Thе рrеsеnt chарtеr includеs bаckgrоund оf thе study, рrоblеm 

stаtеmеnt, significаncе, оbjеctivеs, hyроthеsis, аnd cоncерtuаl mоdеl оf thе 

рrеsеnt study.   

 

Bаckgrоund  

In tоdаy‘s wоrld, thеrе is hugе shift in оrgаnizаtiоns‘ оriеntаtiоn аs thеy hаvе 

rеаlizеd thаt а firm cаn survivе in fiеrcе cоmреtitiоn оnly thrоugh thеir 

vаluаblе humаn rеsоurcеs. Аccоrding tо Dаvеnроrt, (2005) thе рlаyеrs in 

tоdаy‘s knоwlеdgе-bаsеd еcоnоmy hаvе rеcоgnizеd thаt thе firms with thе 

highеst dеgrее аnd quаlity оf knоwlеdgе wоrk аrе thе оnеs thаt grоw vеry 

quickly аnd crеаtе mоrе рrоfits. This signifys grоwth of an оrgаnizаtiоn 

dереnds largely uроn thеir knоwlеdgе wоrkеrs bеcаusе оnly they cаn рrоducе 

thе infоrmаtiоn, еxtоrt mеаning frоm it, аnd crеаtе sоlutiоns аnd аddrеss 

cоmрlеx рrоblеms cоnsеquеntly. Thеrеfоrе, frоm аn еmрlоymеnt rеlаtiоns 

реrsреctivе, it cаlls uроn tо undеrstаnd thе fаctоrs thаt mаy influеncе 

knоwlеdgе wоrkеrs аnd thеir rеsреctivе реrfоrmаncеs. It cаn bе witnеssеd thаt 

оrgаnizаtiоns аrе cоmреting оn thе bаsis оf thеir mоtivаtеd аnd cоmmittеd 

wоrkfоrcе аs thеy аrе fully аwаrе оf thе fаct thаt, in this uncеrtаin аnd 

glоbаlizеd еrа thеrе is hugе dеmаnd fоr реорlе whо аrе rеаdy tо gо bеyоnd 

thеir in-rоlе jоb dеscriрtiоns. Mоrеоvеr, hаving а strоngly mоtivаtеd wоrkfоrcе 

рrераrеd tо gо bеyоnd fоrmаl jоb dеscriрtiоns, аnd аctivеly раrticiраting in 

оrgаnizаtiоnаl mаttеrs аs а rеsult оf fаvоrаblе wоrking climаtе аrе tеrmеd аs 
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‗gооd citizеns‘ аnd which in аn аggrеgаtе аnd ultimаtеly cоntributеs tо thе 

оrgаnizаtiоnаl еffеctivеnеss (Оrgаn, 1997). ОCB is thоught tо hаvе а 

significаnt imраct оn thе еffеctivеnеss оf аn оrgаnizаtiоns & еfficiеncy оf 

wоrk tеаms, thеrеfоrе, cоntributing tо thе оvеrаll рrоductivity оf thе 

оrgаnizаtiоn (Mооrmаn, 1991; Niеhоff, 2005; Роdsаkоff & MаcKеnziе, 1994; 

Wаlz & Niеhоff, 2000; Yеn & Niеhоff, 2004). It is оnly thrоugh thеir 

wоrkfоrcе thаt оrgаnizаtiоns cаn аcquirе а роtеntiаl tо mаkе а nоtаblе 

diffеrеncе. Оn thе оthеr hаnd, еmрlоyееs' еxреctаtiоns аnd dеmаnds аrе 

chаnging аnd thе оrgаnizаtiоns hаvе tо rеsроnd tо mееt thеir еxреctаtiоns аnd 

рrоvidе gооd dеvеlорmеntаl еnvirоnmеnt in оrdеr tо hаvе sustаinаblе 

dеvеlорmеnt thrоugh cоmmittеd wоrkfоrcе. Bаrnаrd (1934) аnd Kаtz аnd 

Kаhn (1978) аlsо fеlt thе nееd fоr оrgаnizаtiоns tо hаvе еmрlоyееs thаt аrе 

willing tо gо bеyоnd thеir fоrmаl jоb rеquirеmеnts. This kind оf bеhаviоr is 

vеry much in dеmаnd in sеrvicе оriеntеd оrgаnizаtiоns, whеrе intеrаctiоn with 

custоmеr is а futurе dеciding fаctоr fоr thеm, Gаrg еt аl., (2006). Thе 

willingnеss of еmрlоyееs tо dеmоnstrаtе еxtrа-rоlе bеhаviоrs cаn bе рrоmоtеd 

оnly thrоugh а suрроrtivе wоrk climаtе, еffеctivе cоmmunicаtiоn аnd 

cоореrаtiоn bеtwееn thе wоrk grоuрs аt а wоrkрlаcе. Thе rеlаtiоnshiр bеtwееn 

Humаn rеsоurcе Dеvеlорmеnt Climаtе аnd Оrgаnizаtiоnаl Citizеnshiр 

Bеhаviоr hаs bееn rеcеntly undеrtаkеn by fеw rеsеаrchеrs likе, Аkinyеmi 

Bеnjаmin (2012), Аhmаd еt аl., (2012) аnd Рirzаdа Sаmi Ullаh Sаbri (2014) 

аnd thеy hаvе witnеssеd а роsitivе аnd а significаnt rеlаtiоnshiр bеtwееn thеsе 

twо. Аll thеsе studiеs hаvе bееn cаrriеd оutsidе Indiа. Thе similаr еffоrts hаvе 

bееn mаdе in thе рrеsеnt study tо еxрlоrе thе еxtеnt оf rеlаtiоnshiр bеtwееn 

Humаn rеsоurcе Dеvеlорmеnt Climаtе аnd Оrgаnizаtiоnаl Citizеnshiр 

Bеhаviоr аlоng with thеir dimеnsiоns in Indiаn cоntеxt. It is еxреctеd thаt 

mоrе роsitivе thе реrcерtiоn аbоut thе HRD climаtе, mоrе рrоbаblе bе thе 

еmрlоyее‘s еngаgеmеnt in Оrgаnizаtiоnаl citizеnshiр bеhаviоr.  

Thе рrеsеnt study is аn аttеmрt tо fill uр thе lаcunае in еmрiricаl rеsеаrch by 

еxаmining thе rоlе оf Humаn Rеsоurcе Dеvеlорmеnt Climаtе in еncоurаging 
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оrgаnizаtiоnаl citizеnshiр bеhаviоr in thе оrgаnizаtiоnаl sеtting by dерlоying а 

rigоrоus еvаluаtiоn оf thе cоnstructs including а dеlvе intо thrее dimеnsiоns оf 

HRD Climаtе i.е. Gеnеrаl Climаtе, ОCTАРАCЕ Culturе аnd HRD 

Mеchаnisms . аs wеll аs thе fivе dimеnsiоns оf ОCB nаmеly, аltruism, 

cоnsciеntiоusnеss, cоurtеsy, sроrtsmаnshiр аnd civic virtue. 

Рrоblеm Stаtеmеnt 

Thе Indiаn еcоnоmy hаs еxреriеncеd а swift in еcоnоmic grоwth sincе thе 

1990s. Thе bаnking industry in Indiа is undеrgоing а mаjоr chаngе duе tо thе 

аdvаncеmеnt in Indiаn еcоnоmy аnd cоntinuоus dеrеgulаtiоn. Bаnking Sеrvicе 

sеctоr in Indiа is thе mоst imроrtаnt institutiоnаl аnd functiоnаl vеhiclе fоr 

еcоnоmic trаnsfоrmаtiоn оf а nаtiоn. Bаnking sеctоr is rеckоnеd аs а hub аnd 

bаrоmеtеr оf thе finаnciаl systеm in а cоuntry. Аs а рillаr оf thе еcоnоmy, this 

sеctоr рlаys а рrеdоminаnt rоlе in thе еcоnоmic dеvеlорmеnt оf thе cоuntry. 

Thе gеоgrарhicаl реrvаsivеnеss оf thе bаnks cоuрlеd with thе rаngе аnd dерth 

оf thеir sеrvicеs mаkе thе systеm аn indisреnsаblе mеdium in еvеry dаy 

trаnsаctiоns. In this wаy, еvеn thоugh thе rоlе оf аn individuаl bаnkеr is nо 

dоubt а раssivе оnе, thе rоlе оf thе bаnking systеm аs а whоlе is bоth аctivе 

аnd imроrtаnt fоr еcоnоmic dеvеlорmеnt (Sаyеrs, 1958). 

Sо, in оrdеr tо mееt thеsе chаllеngеs succеssfully, thе rеаl succеss liеs in thе 

dеvеlорmеnt оf humаn rеsоurcеs thаt wоuld gо bеyоnd thе cаll оf duty аnd 

еnsuring аn оvеrаll Оrgаnizаtiоnаl еffеctivеnеss which cоnstitutеs tо bе thе 

rеаl chаllеngе fоr аll thе bаnking institutiоns. Thе rеsеаrch studiеs, (Роdsаkоff, 

Аhеаrnе, аnd MаcKеnziе, 1997) imрly thаt ОCB hаs а роsitivе cоrrеlаtiоn 

with thе bоth thе quаlity аnd thе quаntity оf thе рrоduct оutрut, аnd 

(MаcKеnziе, Роdsаkоff, аnd Аhеаrnе, 1996) cоntributing tо thе tеаm 

еfficiеncy. Thе аssоciаtiоns bеtwееn Humаn Rеsоurcе Dеvеlорmеnt Climаtе 

аnd оrgаnizаtiоnаl citizеnshiр bеhаviоr hаvе bееn fоund by fеw rеsеаrchеrs but 

thеsе vаriаblеs hаvе nоt bееn mоdеlеd tоgеthеr in Indiаn cоntеxt. Thе еxtаnt 

litеrаturе is еvidеnt thаt thеrе аrе mаny studiеs аvаilаblе fоcusing HRD 

Climаtе аnd ОCB sераrаtеly, hоwеvеr, а hаndful оf studiеs аrе аvаilаblе 
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fоcusing thеsе vаriаblеs in rеlаtiоn tо еаch оthеr. Mоst оf thе rеsеаrch 

еvidеncеs rеgаrding thе аssоciаtiоn bеtwееn thеsе twо vаriаblеs аrе nоticеd 

frоm thе diffеrеnt culturаl sеttings {Аkinyеmi Bеnjаmin (2012), Аhmаd еt аl., 

(2012) аnd Рirzаdа Sаmi Ullаh Sаbri (2014)}. In Indiа thеrе аrе fеw studiеs 

cоncеrning HRD Climаtе, which hаvе bееn cаrriеd оut in bаnking sеctоr, аnd 

mоst оf which hаvе bееn cаrriеd оut in diffеrеnt gеоgrарhicаl sеttings 

(Srimаnnаrаyаnа M, 2007), (Hаfidz, 2012). In thе J&K stаtе, vеry fеw studiеs 

invоlving HRD Climаtе hаvе bееn undеrtаkеn in bаnking sеctоr (Riyаz 

Rаinаyее, 2002), but in rеgаrd with ОCB, nо such study is аvаilаblе in Indiа in 

gеnеrаl аnd in J&K stаtе in раrticulаr. Cоnsеquеntly, frоm thе еxtаnt litеrаturе 

it is еvidеnt thаt mоst оf thе studiеs cоncеrning ОCB hаvе fоcusеd оn thе 

studеnts‘ аcаdеmic аchiеvеmеnt, cоuntеr рrоductivе wоrk bеhаviоr, tаsk 

реrfоrmаncе, аnd unit реrfоrmаncе аnd sо оn. But, nо such study is аvаilаblе 

thаt hаs undеrtаkеn thе tаsk оf еxрlоring thе rеlаtiоnshiр bеtwееn HRDC аnd 

ОCB cоllеctivеly in thе Indiаn bаnking sеctоr. Thеrе is nееd tо knоw thе 

rеlаtiоnshiр bеtwееn thе аbоvе mеntiоnеd vаriаblеs in linеаr wаy sо аs tо hеlр 

mаnаgеrs оf thе sаmрlе Оrgаnizаtiоns in imрrоving thеir еffеctivеnеss аnd аlsо 

tо аdd еvidеncе tо thе bоdy оf litеrаturе sо аs tо initiаtе аnd рrоvоkе а 

strеаmlinе оf studiеs оn thе undеrtаkеn rеsеаrch рrоblеm. 

Significаncе оf thе study 

Thе рrеsеnt study attempts tо fill thе gар in thе рrеsеnt litеrаturе rеlаting tо 

HRD Climаtе аnd ОCB. Thе еxtаnt litеrаturе is еvidеnt thаt thеrе hаvе bееn 

just а hаndful аttеmрts tо invеstigаtе into thе rоlе оf HRD Climаtе in fоstеring 

citizеnshiр Bеhаviоr. Cоncерtiоn оf Оrgаnizаtiоnаl citizеnshiр bеhаviоr is 

rеlаtivеly nеw in bеhаviоrаl rеsеаrch аnd mаjоrity оf thе рrеviоus studiеs hаvе 

bееn cоnductеd in wеstеrn cоntеxt. Littlе еvidеncе is аvаilаblе fоr studiеs 

cоncеrning ОCB in Indiаn Cоntеxt. Оn its cоntrаry, HRD Climаtе hаs bееn 

еxcеssivеly studiеd in Indiаn cоntеxt whilе vеry littlе studiеs hаvе bееn fоund 

cаrriеd оut in wеstеrn cоntеxt. Thе studiеs rеlаting tо ОCB hаvе usuаlly 
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cоvеrеd еducаtiоn sеctоr, аnd tоurism sеctоr, whilе ignоring thе bаnking 

industry, which is thе bаckbоnе оf оur еcоnоmy. 

Аnоthеr significаnt аsреct оf thе рrеsеnt study is thаt it аdds knоwlеdgе tо thе 

еxisting bоdy оf litеrаturе, hеncе intеnds tо ореns nеw frоnts fоr futurе 

rеsеаrchеr studiеs.  

Thе rеsults оf thе рrеsеnt study аrе intеndеd tо mаkе significаnt cоntributiоns 

tо thе fiеlds оf оrgаnizаtiоnаl аnd еmрlоyее bеhаviоr. Thе first cоntributiоn is 

tо еxаminе thе аррlicаbility оf thе HRD Climаtе in rеlаtiоn tо ОCB in thе 

Indiаn cоntеxt. Mоrеоvеr, this study cоntributеs tо thе thеоrеticаl knоwlеdgе 

оn thе influеncе оf Humаn Rеsоurcе Dеvеlорmеnt Climаtе with 

Оrgаnizаtiоnаl Citizеnshiр Bеhаviоr. Thе rоlе оf Humаn Rеsоurcе 

Dеvеlорmеnt Climаtе in this cоntеxt is yеt unknоwn. Furthеrmоrе, thе mаjоrity 

оf rеsеаrch studiеs hаvе bееn cоnductеd оn ОCB in rеgаrd with оrgаnizаtiоnаl 

culturе, jоb-sаtisfаctiоn, аnd оrgаnizаtiоnаl cоmmitmеnt. Hоwеvеr, vеry littlе 

еffоrts hаvе bееn sееn cоncеrning thе рrеsеnt rеsеаrch thеmе in Indiаn bаnking 

cоntеxt. Cоnsidеring thе еvеr-incrеаsing еffеcts оf glоbаlizаtiоn, thеrе is аn 

еssеntiаl nееd tо brоаdеn thе study оf оrgаnizаtiоnаlly imроrtаnt рhеnоmеnа 

bеyоnd thе culturаl bоundаriеs. Аlsо, this study will bе оf high vаluе tо 

аdministrаtоrs аnd mаnаgеrs оf thе sаmрlе оrgаnizаtiоns tо knоw thе rоlе оf 

Humаn Rеsоurcе Dеvеlорmеnt Climаtе in instilling оrgаnizаtiоnаl citizеnshiр 

bеhаviоr аmоng thе еmрlоyееs оf sаmрlе оrgаnizаtiоns. 

Thе рrеsеnt study will аlsо intеnd tо hеlр рrаctitiоnеrs in undеrstаnding Humаn 

Rеsоurcе dеvеlорmеnt Climаtе аnd its imраct оn Оrgаnizаtiоnаl Citizеnshiр 

Bеhаviоr. Undеrstаnding thе rоlе оf Humаn Rеsоurcе dеvеlорmеnt Climаtе 

cаn hеlр mаnаgеrs tо dеtеrminе whеrе tо strivе tо imрrоvе Оrgаnizаtiоnаl 

Citizеnshiр Bеhаviоr аmоng thе еmрlоyееs. 

Given, the nееd fоr mаnаgеmеnt tо rеcоgnizе thе imраct оf Humаn Rеsоurcе 

dеvеlорmеnt Climаtе оn thе еmрlоyее‘s Citizеnshiр Bеhаviоr in tоdаy‘s 

cоmреtitivе wоrld, this study will hеlр thе sаmрlе оrgаnizаtiоns tо rеviеw аnd 
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build thе аррrорriаtе HRD Climаtе thаt fоstеrs citizеnshiр bеhаviоr аmоng 

еmрlоyееs sо thаt thеy аrе rеаdy tо gо bеyоnd thеir cаll оf duty in еnsuring thе 

оvеrаll оrgаnizаtiоnаl еffеctivеnеss.  

Оbjеctivеs оf thе study 

Bеlоw mеntiоnеd оbjеctivеs hаvе bееn fоrmulаtеd tо еxаminе thе rеlаtiоnshiр 

bеtwееn HRD Climаtе аnd ОCB. Thе study аlsо еncоmраssеs tо еxаminе thе 

rоlе оf dimеnsiоns оf HRD Climаtе аs wеll аs оf ОCB аlоng with sоmе 

dеmоgrарhic vаriаblеs. Thе оbjеctivеs fоr thе еvаluаtiоn оf thе study hаvе 

bееn оutlinеd bеlоw. 

1. Tо criticаlly rеviеw thе litеrаturе аvаilаblе оn thе vаriаblеs undеrstudy 

viz. HRDC аnd ОCB. 

2. Tо еxрlоrе thе rоlе оf dеmоgrарhic vаriаblеs in mеаsuring HRD 

Climаtе аnd ОCB. 

3. Tо аssеss thе rеlаtiоnshiр bеtwееn HRDC & ОCB. 

4. Tо invеstigаtе thе rеlаtiоnshiр bеtwееn diffеrеnt dimеnsiоns оf ОCB  

5. Tо mаkе а cоmраrаtivе study оf thе рrеvаlеncе оf HRDC аnd ОCB in 

thе sаmрlе study оrgаnizаtiоn. 

6. Tо аnаlysе thе strеngth оf HRDC in рrеdicting ОCB. 

7. Tо рrоvidе suggеstiоns аnd rеcоmmеndаtiоns tо thе sаmрlе study 

оrgаnisаtiоns in light оf thе findings оf thе рrеsеnt study аnd раst 

rеsеаrch studiеs.  

Hyроthеsеs  

In оrdеr tо аchiеvе thе рrе-sеt rеsеаrch оbjеctivеs fоllоwing hyроthеsеs wеrе 

fоrmulаtеd tо invеstigаtе thе rеlаtiоnshiр bеtwееn thе twо cоnstructs: 

H1:  HRD Climаtе dоеs nоt vаry significаntly аcrоss thе dеmоgrарhic 

vаriаblеs;     
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H1а:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf nаturе оf    

Оrgаnizаtiоn.       

H1b:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf Gеndеr оf              

rеsроndеnts. 

H1c:  HRDC vаry significаntly bеtwееn thе bаnks fаlling in diffеrеnt sеctоr   

bаnks thаn within thе sаmе sеctоr bаnks. 

H1d:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf Аgе оf     

rеsроndеnts  

H1е:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf Lеngth оf 

sеrvicе. 

H1f:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf tеnurе.  

H2:  ОCB dоеs nоt vаry significаntly аcrоss thе dеmоgrарhic vаriаblеs; 

H2а:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf nаturе оf 

Оrgаnizаtiоn.       

H2b:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf Gеndеr оf 

rеsроndеnts. 

H2c:  Thе еmрlоyееs fаlling in diffеrеnt sеctоr bаnks will еxhibit lеss ОCB    

thаn thе еmрlоyееs within sаmе sеctоr bаnks.  

H2d:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf Аgе оf rеsроndеnts 

H2е:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf Lеngth оf sеrvicе. 

H2f:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf tеnurе  

H3:  Thеrе dоеsn’t еxist аny significаnt rеlаtiоnshiр bеtwееn HRD 

Climаtе аnd ОCB.  

H4:  HRD Climаtе is nоt а significаnt аntеcеdеnt оf ОCB.    

H5:  Еlеmеnts оf HRD Climаtе dо nоt рrеdict ОCB significаntly.   
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H6:  Thе dimеnsiоns оf HRD Climаtе dо nоt significаntly рrеdict thе 

dimеnsiоns оf Оrgаnizаtiоnаl Citizеnshiр Bеhаviоr; 

H6а:  HRD C dimеnsiоns dо nоt significаntly рrеdict Аltruism.               

H6b:  HRD C dimеnsiоns dо nоt significаntly рrеdict cоnsciеntiоusnеss.  

H6c:  HRD C dimеnsiоns dо nоt significаntly рrеdict cоurtеsy. 

H6d:  HRD C dimеnsiоns dо nоt significаntly рrеdict Civic- virtuе.              

H6е:  HRD C dimеnsiоns dо nоt significаntly рrеdict Sроrtsmаnshiр.  
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Cоncерtuаl mоdеl fоr thе рrеsеnt study 

                            

 

 

 

 

 

 

 

 

 

 

 

 

 CDеfinitiоns оf thе cоnstructs: 

 

 

Opertional Definition of the construct undertaken 

Humаn Rеsоurcе Dеvеlорmеnt Climаtе 

 Еnvirоnmеnt рrоvidеd by оrgаnisаtiоn fоr thе lеаrning аnd dеvеlорmеnt 

оf its еmрlоyееs which includеs bоth роliciеs аnd HRD рrаcticеs in аn 

оrgаnisаtiоn (Rао,1986). 

  

HRDC 

 

General Climate 

 

 

Octapace Culture 

 

 

HRD Mechanisms 

 

OCB 

Altruism 

 

Conscientiousness 

 

Civic – virtue 

 

Courtesy 

 

Sportsmanship  

 

The figure 1.1 above represents the conceptual model on which the present study is based. The 

model assumes and hypothesizes that all dimensions considered for analysis in HRD Climate 

and Organizational Citizenship Behavior will impact each other i.e. each variable will have 

some impact of the other variable/variables. 
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Оrgаnizаtiоnаl Citizеnshiр Bеhаviоur 

 Оrgаn (1988),―individuаl bеhаviоr thаt is discrеtiоnаry nоt dirеctly оr 

еxрlicitly rеcоgnizеd by thе fоrmаl rеwаrd systеm, аrе bеhаviоurs fоr 

which еmрlоyееs аrе nоt еxрlicitly rеwаrdеd fоr еxhibiting nоr рunishеd 

fоr nоt еxhibiting; аnd аrе bеhаviоurs fоr which еmрlоyееs dо nоt 

rеcеivе trаining tо реrfоrm аnd in thе аggrеgаtе рrоmоtеs thе еffеctivе 

functiоning оf аn оrgаnizаtiоn‖.  

Thеsis lаyоut 

Thе еntirе study is рrеsеntеd in thе fоllоwing fivе chарtеrs: 

1: Intrоductiоn 

This chарtеr will рrеsеnt а cоmрrеhеnsivе intrоductiоn tо thе bаckgrоund оf 

thе study undеrtаkеn. This раrt оf thе study аlsо highlights thе рrоblеm 

stаtеmеnt, rаtiоnаlе оf thе study, significаncе оf thе рrеsеnt study, its 

оbjеctivеs & hyроthеsеs. Thе рrеsеnt chарtеr аlsо рrоvidеs thе cоncерtuаl 

mоdеl оf thе рrеsеnt study. 

2: Rеviеw оf Litеrаturе 

In this chарtеr thе еxtаnt litеrаturе оn thе sаid subjеct hаs bееn thоrоughly 

rеviеwеd аlоng with thе brоаd cоncерtuаl bаckgrоund оf thе cоncерts 

undеrtаkеn in thе рrеsеnt study. Аnd this chарtеr will аlsо rерrеsеnt thе 

dеtаilеd dеscriрtiоn оf vаriоus rеsеаrchеs dоnе оn thе tорic оf HRD climаtе 

аnd ОCB despite the paucity of the studies on the concerned research topic. 

3: Rеsеаrch Mеthоdоlоgy 

This chарtеr еxрlаins thе mеthоdоlоgy аdорtеd for arriving at the objectives of 

the present study аnd thе sаmрlе dеtеrminаtiоn рrоcеdurе. In аdditiоn, rеsеаrch 

instrumеnts аnd quеstiоnnаirе аdministrаtiоn will аlsо be discussеd in this 

chарtеr. This chарtеr will dеаl with thе, sаmрling dеsign, mеthоd оf dаtа 

cоllеctiоn аnd dаtа аnаlysis bеsidеs thе tооls оf аnаlysis. 
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4: Preliminary Analysis 

The main focus of this chapter will be on the рrе-tеsting of the research 

instruments undertaken for the present study. This chapter will be looking for 

the measurement of psychometric properties of the survey instruments. The 

appropriateness of the data collected for the present study will also be ensured. 

5: Data Analysis and Interpretations 

This chapter will encompass the data analysis and the statistical tools applied in 

analyzing the data collected for the present study. This chapter further provides 

demographic profile of the respondent‘s in terms of their organization, gender, 

age, tenure and length of service. Apart from the result interpretations, this 

chapter will present descriptive analysis of the Human Resource Development 

Climate and Organizational Citizenship Behavior. The other sections of this 

chapter will present the results of correlation and regression analysis.  

6: Rеsult аnd Discussiоn 

This chарtеr dеаls with thе findings оf thе sаmрlе survеy cоnductеd fоr thе 

рrеsеnt study. Thе оutcоmе аnd rеsults hаvе bееn аnаlyzеd, intеrрrеtеd аnd 

discussеd thоrоughly with thе hеlр оf rеlеvаnt stаtisticаl tооls аnd tеchniquеs. 

This chарtеr rерrеsеnts thе cоncluding chарtеr оf this thеsis аnd рrоvidеs а 

summаry оf thе findings аnd оffеr suggеstiоns fоr роlicy mаkеrs оn thе bаsis 

оf thе study rеsults bоth fоr рublic аnd рrivаtе sеctоr bаnks оf Jаmmu Аnd 

Kаshmir Stаtе. 
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Review of Literature  

 

he very purpose of this study is to evaluate how Human resource 

Development Climate relates to the Organizational Citizenship Behavior, 

and to determine how Human resource Development Climate contributes in 

fostering Citizenship Behavior among the employees in the study sample. A 

review of literature is presented concerning the undertaken variables. 

Specifically, this chapter provides a clear concept of HRD climate and OCB. 

While going through the literature, it was found that there are only three 

research studies available on the research problem undertaken on contrary to 

the excessive studies available for each variable separately. It was against this 

backdrop that, it was felt important to provide a deeper concept of HRD 

Climate and OCB respectively. The present chapter includes: a) an overview of 

root of HRD climate, b) A fresh glance at HRD Climate, c) elements of HRD 

Climate, d) a review of literature on HRD Climate, e) OCB and its roots, f) 

Benefits of OCB, g) parallel concepts of OCB, h) Dimensions of OCB, i) 

studies n HRD Climate, Organizational Climate and OCB, and j) outcomes of 

OCB. 

 

Human Resource Development (HRD) 

Human Resource Development (HRD) is now, and will continue to be, a major 

academic discipline and a key consideration for workplace development in the 

21
st

century. As an academic field, it is generally accepted that it remains 

segmented, incomplete and lacking both comprehensiveness and coherence. 

While there have been many efforts to define human resource development 

(HRD) (Weinberger 1998), no consensus has emerged. In fact, there is 

disagreement among the field‘s leaders about whether or not a single definition 

is even a worthy goal (Ruona 2000). The process of defining HRD by 

academics, researchers and practitioners is proving to be frustrating, elusive 

T 
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and confusing. This suggests that HRD has not established a distinctive 

conceptual or theoretical identity (Garavan et; al. 2000; Hatcher 2000). The 

process of defining HRD is frustrated by the apparent lack of boundaries and 

parameters, and elusiveness is created through the lack of depth of empirical 

evidence for some conceptual aspects of HRD. Confusion arises over the 

philosophy, purpose, location and language of HRD, despite of the fact that 

numerous efforts have been made to define HRD (Haslinda 2009). Further this 

field of study is complicated by the epistemological and ontological 

perspectives of individual stakeholders and commentators in the HRD arena 

(Swanson et al. 2000). According to Rao (1995), the scope of HRD is 

extended, at one side, to developing competencies of human resource by 

enhancing knowledge, building skill, changing attitude and teaching values, 

and at other side, creation of conditions through public policy, programs and 

other interventions to help people to apply these competencies for their own 

and others‘ benefits and making things happen. The process of defining HRD is 

made still more difficult by the evolving nature of HRD; for example, the term 

HRD started out as simply ―training‖, and then evolved into ―training and 

development‖ (T&D), and then into HRD. Confusion also arises over the 

―purpose‖, the ―location‖ and the ―intended beneficiary‖ of HRD. This is 

further complicated by attempts to define HRD from an international or global 

perspective. 

However, past few decades have witnessed a major growth in human resource 

development (HRD) as an academic discipline and field of study. This growth 

has taken place in a number of different ways, including attempts to define 

HRD (Kuchinke, 2000; Swanson, 1997), specifications of the disciplines and 

theories that inform HRD (Weinberger, 1998), identification of fields of 

historical and philosophical foundation (Lynham, 2000; Ruona& Roth, 2000), 

examination of the dominant paradigms (Garavan&McGuire, 2001; Lee, 2001) 

and, in more recent times, calls for the investigation of new theoretical avenues 

and pathways (Torraco, 2004). Such escalation of ‗Human Resource‘ has 
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impinged upon several segments of society and diverse organizations. It is now 

considered as an essential adjunct of any organization. In the present changing 

and unpredictable organizational environment, developing human resource is a 

focal responsibility of managers. There is an increasing pressure to sustain and 

improve employees‘ motivation owing to competitiveness in the field as also 

the price one has to pay to result oriented, efficient and motivated employees. 

These pressures are exerted from different sources and measures- such as, 

globalization, liberalization, innovation, and sophistications in science and 

technology, re-engineering and increasing diversification and restructuring, all 

of which demand higher levels of skills and responsibilities from employees 

themselves. In the current turbulent and highly hostile environment the success 

and effectiveness of any country to a large extent depends upon the capability, 

competence, efficiency and talented as well developed human resources, who 

are the active agents, who accumulate capital, exploit natural resources, build 

social economic and political organizations and carry forward national 

development. The effectiveness of organizations irrespective of its size, nature 

of ownership and control also largely depends on well-developed human 

resources having high performance and high potential.  It has been observed 

that among all the factors of production only human resources being living 

beings and have unlimited capability and potentials. The contributions they 

make may not be arithmetically measurable, yet unlimited potential exists for 

development and attainment of goals the workforce can make for better 

performance of an organization (Goyal, 2004; Singh, 2002; Roa, 1987; and 

wang, 2005). The potentials of human beings have the capability to build and 

develop a strong image for and organization and responsibilities among 

employees to achieve the goals and objectives of an organization (Dimri, 2000; 

Rao, 2001 and mufeed, 2000). Therefore, in the present content, the passion for 

excellence, customer delights, rapid technology changes, innovation and 

sophistication in service, re-engineering and increasingly diversification and 

fierce competition in the markets of globalized era, thus increasingly 
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organizations are asking for and even demanding to develop new strategies for 

human resource development with standardized techniques and equipments, 

only resources used to acquire competitive advantage is the potential human 

resource. As a matter of fact no organization can assemble growth, 

potentialities and capabilities of its manpower overnight. Hence every 

organization needs to develop its human resources over a period of time and 

the only choice organizations are left with is to develop them if they cannot get 

them readily available from open market (Pal,1997; Mufeed, 2002; Russ 

&Preskill, 2005).  

The development of developed countries like USA, Japan, and Germany is 

based on the premise that the capital and material resources alone do not 

contribute in bringing about the development, but primarily only through the 

development of human resources. This is further however, substantiated by the 

late Professor Frederick Harbison of Princeton University, who opines that 

human beings are the active agents who accumulate capital, exploit natural 

resources, build social, economic and political organizations, and carry forward 

national development (Michael, 2000). Clearly, a country which is unable to 

develop the skills and knowledge of its people and to utilize them effectively in 

the national economy will be unable to develop anything else (Tanvir Kayani, 

2008). 

Accordingly, the economist Alfred Marshall wrote in his book ―Principles of 

Economics‖; ―that the most valuable of all capital is that invested in human 

beings (Michael, 2000).‖ It is firmly believed by the researchers that the reason 

for the increased importance of HRD in achieving socioeconomic development 

lies largely in the emergence of knowledge work, technological advancement 

and the demand for information and their relationship to globalization is 

supported by Drucker (1992). The world is thus, very quickly becoming one 

interdependent global market place (ILO, 1996). Therefore it becomes 

imperative to develop human resource that have the capability of converting 

threats into opportunities in this information age (Rathore, 2003). A key 
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contributor in this regard is the knowledge and skills of the workforce. In fact 

the education and skills of the workforce will be the key competitive weapon 

for the rest of the 1990s as well as for the 21st century (Thurow, 1992). Thus 

compared to the past, enterprises will need to update much more regularly the 

skills mix of their employees to respond to the opportunities or threats posed by 

globalization and rapid technological change (Mufti, 1980). Therefore for 

every organization to establish itself in the dynamic area of growing challenges 

and competition, requires the best utilization of four basic M‘s i: e material, 

machine, money and men, but out of all these four M‘s, the last one i:e Men, is 

one of the most valuable and critical asset of every enterprise and is required to 

be dealt in a very sophisticated manner (Gupta and Bhanawat, 2003). The most 

popular belief in Japan progressive organizations is that, ‗Better people‘ not 

merely better technology is the surest way to a ‗Better society‘(Basu, 1987). In 

today‘s context, HRD is no longer confined to training and development 

functions. It now encompasses all development functions of HR, like; 

performance management, potential appraisals, mentoring, counseling, job 

rotation, career development and overall organizational development.  

The focus of HRD is thus, to maximize the contribution of its human resource 

(who are the actual sources of skill, talents, intelligence, wisdom and abilities) 

on continuous basis for the achievement of organizational goals. The HRD also 

takes into its account the task of satisfying the overall needs of the human 

resource at all levels in an organization. HRD is an integrated strategy and 

planned development process for effective utilization of human resources of 

work for the achievement of organizational objectives. HRD also inculcates the 

feelings of ―Task is mine‖ and ―Organization is mine‖.  

Evidenced by the research works that HRD believes that individuals in an 

organization have unlimited potential for growth and development and that 

their potential can be developed and multiplied through appropriate and 

systematic efforts. Besides, investment in human beings is another underlying 

concept of human resources system.  
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The concept of Human Resource Development (HRD) has gained rampant 

popularity over the years, as organization believe that they can be dynamic and 

growth-oriented only by developing its employees.   

HRD in Indian Context 

The term Human Resource Development (HRD) has gained wide currency in 

India as well especially since the early 1980s. In fact, contrary to the trend 

elsewhere, the buzz word in people management in India is HRD and not HRM 

(Saini, 2000). There exists a good deal of confusion over the issue of what is 

HRD all about or what it stands for and whether it is in any way different from 

training or Personnel Management or Human Resource management. Different 

people have used the term HRD in different ways in India. For example, HRD 

is often equated with Training and in many organizations; the Training alone is 

called the HRD (Rao, 1999). Similarly many others have used the terms HRD 

and Personnel Management interchangeably. Many people have used the term 

HRD and HRM also synonymously (Kandula, 200; Pareek et al, 2002). On the 

other hand, some others tended to differentiate the two terms. For Rao (1999), 

the term HRM denotes control of employees which conflicts with the objective 

of HRD i.e. development of employees. On the other hand, for Saini (2000) 

HRM is more macro in its approach and is concerned with HR strategies and 

systems while HRD deals more with the micro-issues of human processes 

leading to the development of human resources. Pareek and Rao (1992) also 

seem to concur with this distinction. The HRD in India is of recent origin and 

the term gained currently only in the early 70‘s. According to Professor Udai 

Pareek, as far as India is concerned the term HRD was introduced for the first 

time in SBI in 1972 (Pareek, 1983). It is believed that the concept of HRD has 

not been improved in India. It is a philosophical value of concept developed by 

Udai Preek and T.V Rao at the Indian Institute of Management, Ahmadabad 

(Silveria 1988). So the Pareek and Rao are the pioneers of initiating HRD in 

India in early 70‘s (Bansal 1991). By the late 70‘s this professional outlook 

spread at a few other public sector organizations such as BHEL, SBI, SAIL, 
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Marati Udhyog, IA, AND AI, L&T, TISCO etc, are the champions of HRD 

application in the private and public sector organization (Pareek& Rao,1981). 

Suggested HR system with a major thrust on people and their competences in 

response to the personnel function that majority was responding to the demands 

of personal administration and a by nature aiming at coping function performed 

by the personnel managers. They later on divided the entire field of HRMS into 

four major areas and 19 functions under them and suggested a dense network 

of interconnections between these functions .Actually Pareek and Rao as is 

clear from the literature first introduced  the theme of HRD to professionals 

and academicians in India as a departure from the traditional function of 

personnel management. They were of the opinion that the personnel function 

was essentially designed to respond to the demands of personnel administration 

and by nature was a coping function performed only by personnel managers‘. 

In response they suggested an HR system, the major thrust of which was 

directed to people and their competencies. In 1981, they pointed out that HRD 

is core concept of HR system and asserted further that HRD is primarily 

concerned with helping employee‘s development through training, feedback, 

counseling but their senior officers and other developmental efforts. As a 

matter of fact, large public sector organizations in our country have shown a 

good idea of interest in designing and using HRD system and mechanisms for 

improving their effectiveness. Some notable among these organizations are 

BHEL, BEML, HMT, SAIL, MUL, IOC Coal India and some of the 

nationalized banks like, SBI, BOB, PBI started HRD more than two and a half-

decade ago through OD interventions, but the credit goes to SBI as a one of the 

leading public sector to have introduced HRD function first by designing an 

integrated HRD system around 1975 itself, but could follow such active steps 

only around 1978. Some other public sector organizations such as ,Coal India 

Ltd. ,focused  their attention largely on OD efforts where as a few others 

started experimenting with performance appraisal, job rotation, feedback & 

counseling, potential development, training ,organizational development, career  
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planning and job enrichment program‘s to just to improve their HRD climate 

through these interventions. In the past two decades, HRD activity has gathered 

a tremendous momentum in Indian public sector organization .Using role 

analysis exercise to bring about more clarity and challenges, introducing 

development oriented appraisal systems, linking training with appraisals, 

attempts introduce a new work culture through OD interventions; improving 

HR Data base etc., characterize the current HRD scene in the public sector. 

Similarly in the private sector organizations context Larson and Toubro Ltd., 

(L&T) has the honor to be the private sector to have embraced the idea of HRD 

by implementing an integrated system of HRD in 1974 (Rao, 1983) and have 

experienced the concept quite considerably and at present it has a good number 

of success stories which have been followed by other private sectors as well. 

L&T evolved an integrated HRD system and model and started implementing 

the same. The objectives of performance appraisal were changed to include 

development and closed confidential report system was replaced by an open 

system requiring performance planning, review and counseling. Similarly 

training was further strengthened linking it up with performance appraisals as 

well as potential development. Although such initiatives began in early or mid 

70‘s it is only in early 80‘s a large number of private sector organizations 

started paying attention to HRD as a systematic intervention for organizations 

started paying attention to HRD as a systematic intervention for organizational 

dynamism and vitality: L&T Ltd , and TISCO were the leading two 

organizations in the private sector to give importance to HRD.C-dot, Eicher 

Crompton and Greaves, Sundaram Clayton, SBP, Canara Bank, Bank of 

Baroda, SBI and other organizations also joined the band wagon during 1980‘s. 

The HRD in Indian panorama failed to gain momentum in favor of Indian 

working class who were neglected in HRD program. Various scholars like 

Khandelwa, (1987), Sidhu &Cheema, (1985) reported that the unions need to 

be covered under HRD program as they remain the most neglected group for 

HRD interventions. The involvement of the trade unions as well as the 
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extension of HRD up to the workers level is must for the success of the HRD 

particularly in a country like India, various research works show that initiatives 

from government to make workers participation in management a reality will 

prove to be a right step in this direction and also to make HRD-system as one 

of the binding objectives of the corporate sector. In India since 1985 we have 

―National HRD Network‖ which is a network of HRD professionals and other 

committed to promote HRD movement in the country. It is actually a non-

profit organization and a professional body dedicated to the advancement of 

knowledge, skills, values and attitude in HRD through education, training and 

education sharing. Although the HRD Network has a number of objectives, the 

main being the dissemination of knowledge and experience and facilitating 

learning among HRD people, line managers and all employees that had a HRD 

role  to perform. The ―HRD Newsletter‖ is a joint publication of the HRD 

Network and the centre for HRD XLRI, has been reporting experiences from 

some of the organizations. Starting with Larsen and Torubro Ltd., State Bank 

of Patiala, HPCL, SC, MMTC AND IOCL, have been sharing their experience. 

One special issue of the HRD Newsletter was brought out to share the 

experience of 14 organizations in HRD briefly. As recently mentioned that 

these organizations include SAIL, BHEL, IOC, BOB, SBI, BEML,SBP, were  

from the public sector enterprises and L &T, L&T ECC Group, CG, Jyoti, 

Voltas, SFL and TV‘s Lyenger and Sons were from the private sector 

organizations .The newsletter has been carrying out short case-lets, conceptual 

articles, HRD issues and news. Thus HRD newsletter as well as the chapter 

meeting has become main source of dissemination of HRD knowledge in India. 

Many Indian organizations recognized that HR capability and competency 

development as an essential prerequisite for any growth and development 

efforts. Research experimentation and experience in the field of HRD has 

grown enormously in the last decade in India. Many organizations have set up a 

new department known as ―HRD Department‖ which symbolizes the 

recognition of the importance of development of people‘s competency. All 
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these developments in this field have led some people to claim that HRD is 

now a movement in India. HRD in India is concerned not only with 

development of different competencies but also with the conditions to make 

human resource feel motivated and committed to acquire the required 

competencies and apply the same in their expected job roles for the benefit of 

self and for the organizational success too (Rao, 1996). In other words, the 

emphasis of HRD in India is on the development of congenial organizational 

culture or Climate besides the development of various competencies.  

Thus, the main aim behind development or creation of such type of 

organizational culture is to facilitate and sustain the knowledgeable and 

committed human resource. Such culture is characterized by the values of 

openness, confrontation, trust, authenticity, pro-activity, autonomy, 

collaboration, and experimentation (Parek and Rao, 1992; Rao,1996). An 

appropriate HRD sub-systems or HRD mechanisms along with different HR 

processes including ―development climate, risk taking and dynamism in the 

employees‖ are important in the development of HRD climate (Rao, 1990). 

Besides sub-systems, other factors like personal policies, top managements 

styles, line managers‘ interest in HRD etc are also very important in the 

generation of these HRD processes. This is, therefore, indicative from the 

above that the treatment of HRD in the Indian literature is very similar to that 

in the western literature. HRD is considered as a philosophical value concept 

developed by Prof. Udai Pareek and T.V. Rao (pioneer in the subject of HRD 

philosophy in India), at the Indian Institute of Management Ahmadabad. 

According to DR. Udai Pareek, as far as India is concerned, the term HRD was 

introduced for the first time in the State Bank of India in 1972 (Santosh Gupta 

and Sachin Gupta, 2005). The fact is, as already noted, the term HRD was 

formally introduced in the American society for Training and Development 

conference in 1969 and this, basically referred to an individual training and 

development. Its scope gradually expanded during the 1970‘s and 1980‘s to 

include, besides training and development, HRD comprises of different other 
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sub-systems like career development, performance appraisal, potential 

appraisal, counseling etc., covering the development of individuals as well as 

different units in the organizations in India developed in 1975. Therefore, it 

could be said that the HRD is ―not an import in India‖. Albeit, it can be said 

that the concept of HRD system is of a western origin and developed in west 

before the conception of integrated HRD concept developed in India in the mid 

of seventies.    

HRD in the Historical Perspective 

In the contemporary business scenario, every organization is striving to 

increase profits, improve the quality of goods and services, improve customer 

satisfaction, while decreasing costs. Organizations have started to realize that 

having a strong brand, new products and new technology alone does not help 

them get the winning edge over competitors. What they need today is 

competent and committed human resource within the organization to work out 

a process map that improves their both effectiveness and efficiency. The status 

quo of HRD has evolved over a long period of time. Before industrial 

revolution, when HRM (Human Resource Management) started with personnel 

management based on personnel relations at the beginning , the workers were 

being treated as cost, as machines and as a factor of production, and this 

mindset continued till the end of First World War. In the second phase, its 

focus changed to welfare and was in full bloom in 1950‘s because of different 

welfare legislations. In the third phase, HRM was shifted to personnel 

management, which centered on industrial dispute settlements and management 

of unions. This continued up to 1980‘s and in fourth phase HRM‘s focus 

changed gradually to HRD (Human Resource Development) from 1990 

onwards i:e, a transaction from ‗reactive‘ to the ‗proactive‘ management of 

human resources (Trivedi, 2003). The human relation approach gave impetus to 

the behavioral science approach. The world war brought with it lot many new 

innovations and modernizations in terms new challenges and opportunities. 

Such thriving challenges and opportunities paved the way for the emergence of 
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concept of HRD.  The concept of human resource development was formally 

introduced by Nadler (1969) in a conference organized by the American 

society for training and development in Miami, Rao (2000). His ideas provided 

a conceptual framework, which was further developed unifying three-fold 

notion of training, education and development. HRD provided purpose and 

direction for the continued growth of the field of organized learning to provide 

possibility of performance change. However, with the strong and valuable 

efforts of Patrica Mc Lagan of American Society for Training and development 

(ASTD), USA got an enriched HRD literature by the end of 1980. In 1983 the 

‗Human Resource Wheel‘ which included organizational development as one 

of its nine separate but HR related areas, was an outcome of study ‗Models of 

Excellence‘ sponsored by ASTD under the project management of Mc Lagan. 

In 1987 again Mc Lagan directed a study which led to the mutation of the 

wheel and organizational development and career planning were incorporated 

into the mainstream components of HRD (Mc Lagan, 1989). Her perspective of 

HRD is very useful as it does not allow glancing at HRD as a subset of HRM, 

but as a major area in its own right.  

Marsick and Watkins in 1990 explored the need to shift from a reliance on 

behaviorism to a broader and more transformative conception of learning as 

also for a broader definition of the field of HRD wherein they aim to open a 

paradigm of practices in the field of HRD. However, Marsick and Watkins 

challenged the Mc-Lagan‘s efforts, although they acknowledge that such 

efforts to define the field are healthy and are needed in an emerging field, but 

need to be approached from behaviorist view of practice and reductionist bias. 

Marsick and Watkins also stood in clear contrast with Mc-Lagan‘s 1989 ASTD 

competency study which defines the field of HRD by identifying eleven human 

resource roles and then limiting it to three of them, which then again delimit 

the HRD field through the list of competencies and skills of practitioners. In the 

Schein‘s (1979) proposition of human resource planning and development 

system (HRPD) wherein he conceptualizes HRD as as a system aiming at 
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matching the organization‘s needs for human resource with the individual 

needs for personal career growth and development. Certainly, it is much wider 

than Nadler‘s conception, Marsick and Watkin‘s vision, and Mc Lagans role 

based model. The components dealing with overall planning of the 

organization, that is, strategic planning, job  role planning, manpower planning, 

human resource inventory, etc., component to ensure a strong staffing, that is, 

job,  recruitment, selection, induction, placement etc., component to plan and 

monitor growth and development of people that is, development plans 

evaluation of developmental activities etc; components to facilitate the actual 

process of growth and development of the people, that is career development, 

supervision  and coaching, performance appraisal, potential judgment, career 

counseling etc; component that ensures that some people are available as some 

move out of jobs, that is, placement, staffing etc.  

HRD in Various Perspectives 

HRD has been defined by various Researchers and HRD professionals in 

different contexts such as family, social political, national, economic, cultural 

and organizational aspects. In light of this, Jain in 2000 stressed that, any 

country, organization which wants to grow, expand and diversify in all aspects 

i.e., social, political, national, economical, cultural and organizational should 

first develop the capabilities of its human resource. Thomas N. Garavan, David 

McGuire and David O'Donnell in (2004) Human Resource Development 

Review, proposed a framework that identifies the possible categories that may 

be considered in a multilevel discussion. Which, however specifically, focus on 

the content of the different levels. 

HRD at Individual Level 

The individual level of analysis largely emphasizes the human aspect of HRD. 

As Rummler and Brache (1995) pointed out, organization goals can only be 

achieved through individual performance. Consequently, this level of analysis 

focuses on the examination of constructs such as self-efficacy, self-esteem, 
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motivation to learn, motivation through expectation, personal development, and 

the need and expectations of learning. They suggested that a significant amount 

of individual-level research within HRD is reflective of the humanist 

philosophical perspective, but not exclusively so. However, the managerial 

HRD literature provides limited primacy to the individual other than as an 

organizational resource (Antonacopoulou, 1999; Reid & Barrington, 1997; 

Belcourt& Wright, 1996; Rainbird, 1990). One can reasonably argue that HRD 

needs to consider how organizations take into account individuals‘ needs to 

discover ―potential meaning through work‖ (Chalofsky, 2000, 2001). Elliott 

and Turnbull (2002) argued that ―the ways in which individuals‘ everyday 

working lives are regulated and governed focuses increasingly on them as 

individuals‖, what Russ-Eft (2000), denoted as a focus on the ―development of 

the resources of the humans‖ rather than the ―development of human 

resources‖. Du Gay (2000) suggested that contemporary research 

conceptualizes the employee as an individual in search of meaning and 

fulfillment. In addition, there is evidence of increased individualism in the 

employment relationship reflected in discourse on employability. The basic 

argument here is that individuals take responsibility for planning and mapping 

their own development with the organization being responsible for ensuring 

that development opportunities are available. In the same way Legge (1999) 

noted that this focus on the individual and free choice has its roots in Kantian 

philosophy, specifically the idea that individuals have freedom of self-

determination and should be considered as ends in their own right. She 

acknowledges a paradox with a more collectivist or organizational notion, 

reflecting a more Aristotelian position, and suggests that the latter will prevail 

or remain dominant in the employment relationship. 

The authors argued that opportunities for development may arise out of interest 

or necessity; individuals may seek out development to enhance job- or person 

related Competencies or may participate in development for the purposes of 

self-enhancement. On this latter point, Chalofsky (2000) argued that issues 
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concerned with spirituality, the meaning of work, autonomous learning, and 

social responsibility are becoming increasingly important in the workplace. 

Empirical research at the individual level of analysis emphasizes characteristics 

considered important to explaining participation in development activities. 

Examples include training and learner motivation (Baldwin &Majuka, 1991), 

age and learner commitment (Cleveland & Shore, 1992), learner attitudes and 

beliefs regarding development activities (Noe, 1986; Noe& Wilk, 1993), 

motivation to transfer (Yelon, 1992), theoretical change (Madsen, 2003), self-

efficacy (Gist & Mitchell, 1992), and so on. Research has also focused on the 

impact of HRD activities on individual level concepts such as job satisfaction 

(Mathieu, 1991), career satisfaction (Mathieu &Martineau, 1997), motivation, 

and commitment (Bontis&Fitzenz, 2002) and  (S. Dash,  2013). 

HRD at Organizational Level 

This level of analysis typically emphasizes the resource aspect of HRD. As 

Rummler and Brache (1995) pointed out, the organization provides the context 

and driver for human and system performance. The purposes of HRD are 

therefore concerned with issues surrounding resource maximization, 

productivity enhancement, and realizing the full potential of employees toward 

achieving organizational goals. An organizational level analysis understands 

HRD to be a specialized set of developmental activities or interventions that 

focus on supporting the achievement of organizational objectives. 

Organization-level discourse places an expectation on HRD to deliver a set of 

specific, tailor-made solutions to satisfy organizational or system needs. 

Wognum and Ford Lam (2000) argued that the word strategic emphasizes the 

company perspective and connects the link between HRD and the 

organizational goals and objectives. Burgoyne (1998) and Walton (1999) 

argued that HRD is concerned with the strategic leveraging of learning and 

development processes to enhance the core competencies of the organization. It 

emphasizes an HRD provision that is conscious and proactive rather than 

unplanned; it focuses on the maturity of HRD provision to reflect 
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organizational growth and clearly envisages that HRD interventions are 

valuable only to the degree that they facilitate the organization in achieving its 

goals. HRD priorities at an organizational level of analysis are determined by 

organizational decision makers rather than by individuals. There is, however, 

some evidence to indicate that individuals may influence the less central or 

core elements of HRD such as program design and delivery but have limited 

impact on the organization‘s overall HRD agenda. The notion of humans as 

resources is a dominant theme in organizational analysis of HRD; however, 

there is some evidence that individual-level concerns and values are reasserting 

themselves. Three trends are cited: employability, entrepreneurial behaviors, 

and team working. These are said to contest the notion of humans as resources, 

which Russ-Eft (2000) and Ruona (2000) argued dominate both HRD practice 

and the underlying belief and values of many HRD scholars and practitioners. 

Employability, for example, emphasizes the need for people to acquire 

competencies that are of value in the marketplace as well as within the 

organization. It acknowledges that both individuals and organizations have a 

responsibility to develop generic competencies (Baruch, 2001; Ghoshal, 

Bartlett, &Moran, 1999). Elliott and Turnbull (2002) pointed to the need for 

employers to demonstrate entrepreneurial behavior and for individuals to take 

responsibility for their ―own show‖ within an organizational setting. Beck and 

Beck-Gernscheim (1996) pointed out that although individuals are expected to 

interact with others and demonstrate effective teamwork, they are also expected 

to demonstrate individuality and ―added value‖. 

In summary, Martin, Pate, and Mc Goldrick (1999) argued that two competing 

philosophies and strategies, the investment strategy and the employability 

strategy, dominate the research agenda at the level of the firm. In addition, it is 

arguable that research has also focused on the development of appropriate 

learning climates to support workplace learning. Sonnenfeld, Peiperi, and 

Koller (1988) found that firms who are the dominant competitor in the 

marketplace tend to place greater value on HRD and ensure that extensive 
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development opportunities are available to employees. Learning climate 

research focuses on the perceived existence of supports and constraints to HRD 

investment in organizations and the impact of learning climate differences on 

employee participation in HRD. It has been argued in the literature that an 

effective learning climate is one that has strong social support, in which 

employees are encouraged to participate, and where there is an emphasis on the 

utilization of competencies to achieve organizational goals. 

HRD at Community and Societal Level  

The community-societal level of analysis focuses on development and 

highlights, the development of communities and society, national 

competitiveness, and the facilitation of networking. The purpose of HRD at this 

level is concerned with the provision of education and the development of 

human capital toward improving national competitiveness and the quality of 

life of citizens. Three strands of the community-societal level of analysis are 

distinguishable: national-cultural influences and HRD, HRD and human-social 

capital enhancement in the economy, and the notion of learning communities. 

The distinctive nature and impact of national cultures and societal models of 

HRD are under researched, considering the growing realization that national, 

institutional, and cultural differences are important in determining how HRD 

professionals operate and the specific definitions and purposes attributed to 

HRD (Ashton & Green, 1996; Hillion& McLean, 1997; Maurice, Sellier, & 

Silvestre, 1986; O‘Donnell, Garavan, & McCarthy, 2001; Okongwu, 1995; 

Yang & McLean, 1994). The first strand of national cultural influences is 

expressed in the relatively new development in the HRD literature of the notion 

of international HRD. Jankowicz (1999), argued that the techniques and 

practices of HRD are primarily Western in orientation with an abundance of 

literature focusing on the difficulties of generalization because of cultural 

constraints. . Cross-cultural differences represent one dimension of the 

community and societal level of analysis. Weiss (1996), for example, argued 

that effective communication with culturally diverse individuals and groups 
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requires an understanding of both cultural assumptions and differences. 

Cultural differences and national contexts have important implications for our 

thinking about HRD. McLean and McLean (2001) illustrated in their review of 

definitions that differences in national context are reflected in the types of 

definitions used. Dimensions of national context that they consider important 

include the nature of the economy (Lee & Stead, 1998), government and 

legislative influences (Deligny, 1998), educational system influences, and the 

role of professional organizations. 

A second strand of Similarly,the community-societal level of analysis is 

concerned with the contribution of HRD to the human and social capital of the 

wider economy. Zidan (2001) argued that HRD possesses the potential to 

create economic development benefits at a societal level. Using human capital 

theory, he posits that societal approaches to HRD will have a significant 

influence on the effectiveness of firms operating within these societies. Kessels 

and Poell (2004) positioned HRD at the core of the knowledge economy and 

learning society. Similarly, Woodall, Alker, MacNeil, and Shaw (2002) and 

Maurice et al. (1986) emphasized the significant role that labor-market 

institutions perform in determining the shape and structure of HRD policies 

across Europe. Similarly, Harrison and Kessels (2004) noted the role of the 

Organization for Economic Co-operation and Development (OECD) in 

encouraging investment in training and education in developing countries. 

Porter (1990) argued that there is little doubt from our research that education 

and training are important in national competitive advantage. The nations that 

invest most heavily in education have advantages in many industries that can 

be traced in part to human resources. What is even more telling is that in every 

nation, these industries that were most competitive were often those where 

specialized investment in education and training has been unusually great. This 

perspective, also dominant in the World Bank and the OECD, argues that 

investment in HRD is primarily for economic benefit. McLean and McLean 

(2001) pointed out, however, that where governments are involved in shaping 
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HRD investment, performance or economic return is rarely the sole objective. 

Researchers are also beginning to focus on how HRD enhances the social 

capital of the economy. The concept of social capital is increasingly used in 

discussions of economic development; it reflects a dominant feature of 

societies that social ties of many types are used for different purposes. Loury 

(1992) defined social capital as naturally occurring social relationships among 

persons which promote or assist the acquisition of skills and traits valued in the 

marketplace and  an asset which may be significant for the maintenance of 

inequality in our society. A third strand of community-societal levels of 

analysis concerns the notion of learning communities. A learning community is 

considered as an umbrella term to describe a range of situations where learners 

come together to meet, share resources and competences, and meet unique 

learning needs. Tosey (1999) highlighted that learning communities emphasize 

self-direction, participative evaluation, equality of consideration and 

opportunity, education of the whole person, and political modes of power 

sharing. Consideration of HRD from a community-societal level of analysis 

remains under researched and has yet to establish itself within mainstream 

HRD discourse. 

From a social point of view, the development of human resource enriches life. 

When an individual is relatively independent of parental control, later he learns 

what people in society believe and what they value and the customs and laws 

that dedicate the whole lot of activities, from greeting a boss to conducting 

business transactions. HRD plays a role of social learning by which the 

individual integrated into the society through exposure to the actions and 

opinions of older members of the society molded in behavior by its own 

customs and rules and also may teach their members how to seek attention, 

recognition, dominance and may emphasize how to offer help and support 

others. According to Pattnaik (1994) ‗the Strategies and programs for 

education, communication, training and organization should be such as to 

release the talent, power of youth and women and also economically weaker 
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population groups so that they can make an increasing contribution to the 

socio-economic development of the country. 

HRD in National Context 

In the national context, HRD consists of all measures designed to improve the 

quality of the human resources for the nation as a whole. It curdles within its 

scope education, health, and other welfare activities, which are concerned with 

efficiency and quality of life (Shukla, 1987). HRD in national contexture aims 

at helping its people in various groups (age-groups, regional groups, socio-

economic groups, community group, etc) to acquire new competences 

continuously so as to make them more and more self reliant and concurrently 

develop a sense of pride in their country (Rao, et.al; 1987). Such a self reliant 

and sense of pride could be developed through a variety of HRD interventions 

at national, regional and organizational levels. While the public organization, 

including the government play an important role as an agent of HRD at the 

national level (Arya, 1991). In the national scenario when thrust was planning 

towards HRD during the seventh plan, the late Prime Minister Shri Rajiv 

Gandhi, (1985) rightly remarked ‗in the final analysis, development is not just 

about better factories, dams and roads. Development is basically about better 

people. The seventh plan proposes bold initiatives in these areas. Outlays for 

Human Resource Development have been substantially increased‘. McLean 

and McLean (2001) illustrated in their review of definitions that differences in 

national context are reflected in the types of definitions used. Dimensions of 

national context that they consider important include the nature of the economy 

(Lee & Stead, 1998), government and legislative influences (Deligny, 1998), 

educational system influences, and the role of professional organizations.      

HRD at Economic Level     

According to Venkatratnam, (1997), the countries like Japan, South Korea, 

Taiwan, Hong-Kong and Singapore, have successfully been able to utilize their 

human capital and potential of their people to reach new heights of prosperity 
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and build up its economic growth.  Although these countries do not have any 

significant natural resources but they treat their people as a main resource 

(Vittal, 1997) because they have realized that it is because of this resource, they 

have attained so much prosperity and economic development. A country which 

is capable of accumulating its human capital and simultaneously is capable of 

utilizing them effectively in the development of national economy will be 

capable of developing anything else (Harbison and Myers, 1964). As in case of 

developing countries, the factors that are related to failure are purely growth-

oriented strategies, the growing gap between growth and development and 

evident impact of direct investment in human capital, health and equity 

(Amjad, 1987). At this level, according to Vandana and Punia, (2004) HRD 

means accumulation of human capital and its effective utilization for the 

development of economy. The quality of human resource in terms of its 

knowledge, skills, abilities, attitudes and behavior patterns play a vital role in 

the process of economic growth as well as in increasing the prosperity of the 

nation.  

HRD in Cultural Context 

In cultural Context, the positive contribution of HRD to the cultural diversity is 

to create encouraging and congenial atmosphere where every individual is 

given an equal opportunity to works as a member of proficient team, to realize 

and activate his potential. So as to contribute to the achievement of goals and 

desire satisfaction there from (Rohmetra, 1998, and Saiyadain, 2001).The 

desire to grow and develop, exists in every individual, irrespective of culture he 

belongs to, in such case HRD provides an appropriate organizational culture by 

developing individual and sharpen their capabilities in changing work culture 

(Pareek&Rao ,1999). Cross-cultural differences represent one dimension of the 

community and societal level of analysis. Weiss (1996), for example, argued 

that effective communication with culturally diverse individuals and groups 

requires an understanding of both cultural assumptions and differences. 
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Cultural differences and national contexts have important implications for our 

thinking about HRD. 

HRD in Family Context  

In family context Rao (1996) defines how HRD as a unit, learns a variety of 

things including their relationships. Parents are their first HRD agents, so are 

the elders in the family. According to him from the movement of birth, a child 

born in the family begins to learn the ways of his own society. He learns how 

adults speak, behave towards one another and express or conceal their 

emotions, he learns how children are expected to treat their parents and one 

another, and he develops from child to adult not in a vacuum but in close 

interaction with parents, families and relationships. Their actions, 

developments and mental life are thus shared to great degree by elders in their 

family, here HRD is a basic as mother teaching her baby to stand up and walk 

on the walker, so elders in their family play a role of HRD agents. 

HRD Climate – A Fresh Glance 

The climate is helpful in the fulfillment of committed goals of an individual, 

organization and society. It increases the capabilities and efficiency of an 

individual which is likely to reflect itself in the long run in the well-being of 

the individual good reputation of the institution and ultimately the well-being 

of the society. However, the nature of efforts and investments in developing 

human resources may vary from organization to organization depending on its 

need, nature of capabilities the organization wants to build up, the change 

process, the size of the organization etc. Nawab Ali and shameema, (2012) and 

Mohanty et; al. (2012), Mittal and Verma (2013). HRD is operationalized 

through the management practices and organizational processes. It is an 

approach, a philosophy and a belief that people are capable of growth when a 

conducive and congenial environment is provided. This belief is widely shared 

by key people and a good management practices at all levels of the 

organizations. The emphasis in such organizations is on developing conducive 
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environment, and practices that facilitate growth of the people. The execution 

of HRD practices is based on beliefs, philosophy and values. It believes that 

human beings are the most important assets of the organization and unlike 

other resource can be developed to an unlimited extent. To achieve this, a 

conducive culture must be built on values of openness, confrontation, trust, 

authenticity, pro-activity, autonomy, and collaboration. These values will 

develop in the employees a sense of belonging and therefore, they will feel 

committed to their work. This sense of belonging can be enhanced if the basic 

and higher level needs of the employees are taken care of. It also believes that 

it is the responsibility of every manager to develop such values in order to 

cultivate a congenial climate and it is the duty of the organization to see that 

every employee is developed so that the objective of the individual and the 

organization can be achieved. HRD in the organizational context is a process 

through which employees and a group of employees in the organization are 

assisted in realizing their full potential in the present and future jobs, thereby 

creating and promoting a favorable climate within the organization to achieve 

its objective effectively becomes inevitable. This process is continuous and 

planned. It is the science and the practice that deals with the nature of the 

employment relationship and all decisions, actions, and issues that relate to this 

relationship. In practice, HRD involves an organization‘s acquisition, 

development and utilization of employees, as well as relationship with an 

organization and its performance (Ferris et; al. 1995; fayaz and Shakeel, 2013; 

Nawab Ali and shameema, 2012; and Mohanty et; al. 2012; Mittal and Verma 

2013, S.Dash et; al., 2013).  

The appropriate organizational structure and management depends on the task 

it must accomplish, the people who are its members, and the internal and 

external environment of the organization. Thus, organization is influenced by 

three major factors, viz., the individual who make up the organization, the 

organization operations and the environment in which it operates. Effective 

management of the interfaces between these factors -between the individual 
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and the organization, and between the organization and its environment are 

central to the success of organization. The crucial inputs, among others, to an 

organization are its human resources. People bring with them to their jobs 

diversity of skills, needs, goals, and they are socialized into the organization 

through its learning to begin with, and their continuous functioning in the 

organization. The interface between the individual and the organization is 

critical for organizations in terms of full utilization of its human resources. The 

individual and the organization establish a psychological contract.The 

individual members are expected to contribute to the organization, which 

provides certain rewards and expects in return certain contribution from the 

individual. It is this interface between individual and the organization issues 

such as HR planning, Work analysis, Career Development, Leadership, Job 

motivation, the appraisal process, and the organization climate became 

important. Thus human resources are the company‘s most valuable and 

strategic asset of any organization. Vision and mission of the enterprise will not 

become a reality unless employees are involved and integrated with company‗s 

goals. HR provides the enabling work climate in the organization comprising of 

managerial values, attitudes and styles.  

The idea that individuals are capable of development is founded on the 

conviction that people are important and their involvement is necessary for the 

organization to be effective. This conviction is translated into practice through 

variety of HRD programs that facilitate individual development and lead to 

better adjustment with the environment. HRD functionaries will have to 

analyze the situation to determine realistic ways in which the management 

practices can be developed or modified to achieve the intended goal as stated 

above. To order to be successful every organization needs to initiate, promote, 

device, and follow up HRD practices in the organization. HRD involves seven 

major areas: planning, recruitment, selection, performance evaluation, training 

and development, career management, and rewards. Together they comprise 

HRD practices, for they describe the network of interrelated components. Top 
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management views the HRD practices as an important tool to enhance 

competitiveness.  

Thus, it is evident that HRD is a total system and its primary purpose is to help 

the organization to enhance its capabilities, which is only possible through the 

congenial and developmental climate. A developmental climate is necessary for 

effective HRD initiatives and implementation of HRD strategies. An 

organization that has a better HRD climate and processes is likely to be more 

effective that an organization which does not have (T.V.Rao, 1992). 

Organizational climate has been found to be an essential factor for an 

organizations‘ ability to sustain high performance. It provides levers to form an 

integrated people's strategy that shifts performance and the necessary tools that 

enable employees to do their jobs properly (Gonzalez, 1999). A number of 

studies linking climate and performance (Denison 1990; West et al., 1998; 

Burke and Litwin, 1992 and Kangis and Williams, 2000) have been carried out, 

which proved that when employees perceive greater involvement in decision-

making, information sharing and management support as favorable, it results in 

greater corporate effectiveness. It has also been found that well motivated and 

committed workforce, possessing high level of competency and experiencing 

optimum level of job satisfaction, having a healthy relationship with their 

supervisors and subordinates, driven by organizational commitment could 

possibly perform their jobs better and deliver proper standardized service to the 

internal and external customers effectively and efficiently with minimization of 

errors and enhanced productivity. Human Resource Development Climate 

(HRDC) being a component of the wider organizational climate. The climate at 

the individual level is a summary, perception of the organization's work even 

that is descriptive rather than evaluative in nature (Joyce and Slocun Jr., 1984).  

HRD Climate is an integral part of the organizational climate and to understand 

former it should be interesting to understand later first. Organization climate is 

a set of properties of the work environment, perceived directly or indirectly by 

the employees, that is assumed to be a major force in influencing employee 
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behavior. Hellriegel and Slocum, (1974) define the organizational climate as a 

―set of attributes which can be perceived about a particular organization and/or 

its sub-system and that may be induced in the way that the organization and/or 

its sub-systems deal with their members and environment‖. According to 

Jagimi and Litwin (1988), organizational climate is a relatively enduring 

quality of the internal environment of an organization that is experienced by its 

members, influences their behavior, and can be described in terms of the values 

of a particular set of characteristics of the organization.  Schneider (1975) gave 

a working definition of climate, ‗climate perceptions are psychologically 

meaningful molar description that people can agree to characterize a system‘s 

practices and procedures. By its practices and procedures a system may create 

many climates. People perceive climate because the molar perception function 

as frames of reference for the attainment of some congruity between behavior 

and system practices and procedures. However, if the climate is one which 

rewards and supports individual differences, people in the same system will not 

behave similarly. Further, because satisfaction is a personal evaluation of a 

system‘s practices and procedures, people in the same system tend to agree less 

on their satisfaction than on their description of the system‘s climate. 

―Analyzing these two definitions, Abraham, (1988) says that organizational 

climate is a set of characteristics of an organization which is referred in the 

descriptions employees make of the policies, practices and conditions which 

exist in the working environment‖. 

HRD climate reveals the perceptions of the employees on the developmental 

environment of an organization. The concept of climate with special reference 

to HRD; context, i.e. ‗HRD climate‘ has been developed by Rao and Abraham 

(1986). The study shows that a good HRD climate rather than HRD practices 

are responsible for excellent organizational performance. HR practices create 

the atmosphere for the employees that facilitate their development. Many 

researchers have stressed the relevance of climate. Pattanayak (1998), states 

that HRD climate affects performance in three ways first by defining the 
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stimuli that confronts the individual, placing constraints on the individual's 

freedom of and providing source of reward and punishment. Gonzalez (1999) 

states that companies must realize that the ―health of the organizational climate 

will determine their ability to sustain high performance‖. A major challenge for 

any organization in this era of international competition seems to be 'survival 

and sustainability‘ in a cut throat competitive world. It is being argued that the 

organizations, best able to meet the challenges will be those that can acquire 

and utilize valuable, scarce and inimitable resource (Barney, 1995). Human 

resources can fall into this category, particularly, if they are effectively 

deployed through appropriate human resource practices & management of 

organizational culture (Barney and Wright, 1998). Human resource being one 

of the important factors of production, HRD is needed to develop competencies 

of individual employees through its various interventions. In order to be 

developed, the individual should perceive that there is a climate favorable for 

their development (Solkhe, A., & Chaudhary, N., 2011). This responsibility lies 

with the HRD department which has to provide a proper climate in the 

organization conducive for employee development, termed as the climate. 

Organizations become dynamic and growth oriented if their people are 

dynamic and pro-active. Every organization can do a lot to make their people 

become dynamic and pro-active through proper selection of such people; and 

meeting their dynamism and other competencies. Organization cannot continue 

to exist beyond a point unless they are continuously vigilant to the changing 

environment and continuously prepare their employees to meet the challenges 

and have an impact on the environment as the changes bring with them both the 

opportunities and threats as well. The HRD is an essential process for 

organizational survival and growth. An optimal level of ―Developmental 

Climate‖ is essential for facilitating HRD.  

Such a developmental climate or HRD climate can be characterized as 

consisting of the following tendencies on the part of the organization. 



 
Review of Literature   

Department of Business & Financial Studies              39 
 

i.  tendency at all levels starting from top management to the lowest level 

to treat the people as the most important resource. 

ii. perception that developing the competencies in the employees is the job 

of every manager/supervisor. 

iii. faith in the capability of employees to change and acquire new 

competencies at any stage of life. 

iv. tendency to be open in communications and discussion rather than 

being secretive 

v. encouraging risk-taking and experimentation. 

vi. asking efforts to help employees recognize their strengths and 

weaknesses through feedback. 

vii. A general climate of trust. 

viii. A tendency on the part of employees to be generally helpful to each 

other and collaborate with each other. 

ix. Team spirit. 

x. Tendency to discourage stereotypes and favoritism. 

xi. Supportive personnel policies or human resource policies. 

xii. Supportive HRD practices including performance-appraisal, training, 

reward management, potential development, job rotation and career 

planning. The organizations differ in the extent to which they have 

these tendencies. Some organizations may have some of these 

tendencies, some others may have only a few of these and few may 

have most of these. 

Human Resource Development Climate 

Researchers have defined HRD climate in different ways. According To 

(Kumar and Pattnaik, 2002), HRD climate is the human environment within 

which the members of any organization perform their assigned duties and 
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responsibilities. It facilitates the employees to acquire capabilities required to 

perform various associated within their present and future expected roles, 

develop general capabilities in individual capacity and exploit their inner 

potential for organizational development (Pattnaik, 1994; Rohmetra, 1998; 

Sharma and Purang, 2000; Rodrigues, 2005; Reddy and Jagan, 2006; Mufeed, 

2007; Srimannarayana, 2009; S. Saraswathi, 2010; Benjamin, 2012; and Gupta 

and Malhotra, 2012). 

A large number of researches that have been conducted in the areas of HRD 

climate like; Chandrasekhar, 1993; Coelho, 1993; and Rao and Abraham, 1986; 

Srimannarayana, 2009; Ajay Solkhe and chaudhary, 2011; Benjamin, 2012; 

and Gupta and Malhotra, 2012; Parashar and Panga, 2012; Mittal and Verma, 

2013; Devi and Narayanamma, 2014;  Jayakumar, 2014; Ramanathan, 2014), 

revealed that the HRD climate contributes to the organization‘s overall fitness 

and self-reviewing capabilities which in turn increases the capabilities of 

individuals, dyads, team and the entire organizations. Kumar and Pattnaik 

(2002) have conducted a study on 135 post-graduate teachers (112 male and 23 

female) of JNVs from all parts of the country to find the relationship between 

HRD climate, job satisfaction, attitude towards work, and role efficacy. The  

result of the study implies that HRD climate has a definite impact on 

relationship of job satisfaction and attitudes towards  work suggests that 

improvement of HRD climate of JNVs would certainly lead job satisfaction of 

teachers which in turn would lead to a positive attitude towards work. Though 

the relationship of role efficacy with HRD climate, job satisfaction and attitude 

towards work is comparatively low, the positive relationship shows the 

importance of HRD climate in influencing role efficacy of the teachers. 

Rohmetra (1998), study revealed that the HRD climate and attitudinal 

perceptions of 102 employees covering senior, middle and lower managerial 

levels and the clerical staff. The study shows that there exists an intimate 

relationship between HRD climate and components of attitudinal perception 

enjoyed by the bank. This implies that in J&K Bank that higher the degree of 
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development climate, higher is the degree of satisfaction derived from the 

prevailing HRD practices. Another study conducted by Kumar, (1997) an 

investigation into the extent of presence of HRD climate/culture/values in a 

post training selling and contribution of training towards the HRD 

climate/culture/values in a public sector organization, using 150 executives. 

The study revealed that training has the potential to contribute to all the values 

of HRD climate in the public sector organization. 

Krishna and Rao, (1997) surveyed the organizational and HRD climate of one 

of the largest engineering and manufacturing enterprise in India BHEL and 

found that HRD climate in BHEL Hyderabad is potential enough in some 

aspects-like, encouraging employees towards new methods and trying out 

creative ideas, employees welfare and provides an opportunity to the 

employees in their development towards a positive direction. Patel, (1999) has 

conducted a comparative study of 20 branches of DCCBs, using 105 employees 

from 10 high performing branches and 10 low performing branches were 

selected. The result of the study shows that the different branches of DCCBs 

differ from one another in HRD climate aspect. The study also shows that the 

prevailing HRD climate, developing HRD strategy, HRD spirit, reorganizing 

training function and implementing an appraisal system and many other related 

activities do exist in the organization. Mishra, Dhar and Dhar, (1999) have 

conducted a study on 200 middle level managers of manufacturing 

(Pharmaceutical) and services (Banking) companies which shows that the HRD 

climate facilitates employee skill development with an organization through 

different means, such as job rotation, and job enlargement and influence of 

these techniques on job satisfaction on job satisfaction is already established. 

Bhardwaj and Mishra, (2002) conducted a study with a sample of 107 senior, 

middle and lower level managers of private sector organization. Thus on the 

whole, the existence of good HRD climate in the organizational covered under 

study. Managers were satisfied with the development policies of top 

management as well as happy with the prevailing HRD climate in the 
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organization. Alphonsa, (2000) surveyed HRD climate in private hospital of 

Hyderabad with sample of 50 supervisors from different departments 

participated in present study. The crux of the study highlighted that the 

supervisors perception about the HRD climate is satisfactory and there exists 

reasonably, good climate with respect to top management belief in HRD 

climate. On the same analogy, Mattoo and Parvaiz (2005) have conducted 

comparative study in two major hospitals of SMHS and SKIMS with sample of 

89 medical staff about perception of medical staff towards HRD climate in 

hospitals. The result of the study shows the existing HRD climate in the 

hospitals to a large extent is significantly poor. Sharma and Purang (2000) 

survey of 27 middle level managers in the engineering sector, manufacturing 

primarily power sector equipment with a view to understand relationship 

between value institutionalization and equipment. The study highlights that 

there exist positive relationship between value institutionalization and HRD 

climate. 

Elements of Human Resource Development Climate 

While going through the literature available on HRD C, it was observed that 

the HRD climate is grouped into three broad categories:  

1) General Climate 

2) OCTAPACE Culture and 

3) HRD Mechanisms. 

General Climate 

In order to promote a real HRD climate in any organization, it is important to 

have in place general supportive climate not only because of the support and 

commitment of the top management, line management but good supportive 

personnel policies and positive attitudes are equally important towards such 

development, the general climate therefore implies an integrated support from 

all the concern quarters. The employee‘s perception about the development 
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environment of their organization includes a number of characteristics such as, 

importance given to human resource, openness of communication, 

encouragement given to risk taking and experimentation, feedback given to 

employees to make them aware of their strengths and weakness, a general 

climate of trust, faith on employees capabilities, employees tendencies to 

discourage, stereotypes and favoritism, supportive personnel policies and 

practices (Schneider and Reichess, 1983; Chandrashekhar, 1993 and Coelho, 

1993; Mishra & Bhardwaj, 2002; Hassan, Hashim & Zaki Hj Ismail, 2006; 

Pillai, 2008). 

OCTAPACE Culture 

The most important aspect of organizational culture is the values it practices 

and shares. Pareek has suggested eight values in the context of HRD which 

includes; Openness, Confrontation, Trust, Authenticity, Pro-activity, 

Autonomy, Collaboration and experimentation. These values help in the 

establishment of a climate that encourages continuous development of human 

resource. The OCTAPACE Culture deals with extent to which these values are 

promoted in the organization. OCTAPACE Culture is essential for facilitating 

HRD in an organization. Openness is found in an organization when employees 

feel free to discuss their ideas, activities and feeling with each other, 

Confrontation bring out problems and issues into the open with a view to 

solving them rather than hiding them for fear of hurting or getting hurt. Trust is 

taking people at their face value and believing what they say or it indicates the 

extent of faith in each other. Autonomy is giving freedom to let people work 

independently with responsibility and or in simple terms, it indicates the degree 

of freedom with respect to others freedom. Pro-activity is encouraging 

employees to take an initiative and risks. It is high commitment and dedication 

with high results. Or we can say it is thinking and preparing oneself ahead. 

Authenticity is the tendency on the part of people what they say, or in other 

words, it means saying what one means and meaning what one says. 

Collaboration is to accept interdependencies, to be helpful to each other and 
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work as teams. Thus, indicates the extent of cohesiveness and synergy. 

Experimentation is to see in practical terms whatever policies and procedures 

are laid down for developing a better HRD climate are followed in letter and 

spirit. It is to take risks and innovate; Mufeed, (2006); Solkhe & Chaudhary, 

(2011); Mufeed & Rafai, 2007); Saxena & Tiwari, (2009); Chaudhar, 

Rangnekar & Barua, (2011); Wani, (2013). 

HRD Mechanisms 

The third and last dominant element of HRD Climate is known as HRD 

mechanisms also, known as. HRD sub-systems are basically the structures, 

systems and techniques that an organization uses to help its employees acquire 

and strengthen their capabilities. Successful implementation of HRD involves 

an integrated look at HRD and efforts to use as many HRD mechanisms as 

possible. According to  Rao, (1991) these HRD mechanisms include 

performance appraisal, potential appraisal, training and development, 

organizational development interventions, career planning, feedback and 

performance coaching, organizational development, rewards, employee welfare 

and quality of work life, counseling, quality circles, job enrichment and human 

resource information.(Chalofsky,1983; Pareek, 1983; Das, 1984; Edward,1985; 

Sambamurthy,1987) and other authors have enlisted similar HRD mechanisms. 

There are two types of HRD mechanisms such as (a) HRD mechanisms for 

managers and (b) HRD mechanisms for workers. Because of different job 

requirements, existing level of knowledge and competence, number of target 

groups to be covered etc, the focus, direction, content and mechanisms have to 

be different for workers than for managerial staff, the mechanism for managers 

cannot be replica for that of workers. Therefore, in the traditional mechanisms 

of HRD for managerial staff like performance appraisal system, potential 

appraisal, role analysis etc, cannot be applied for workers who at a particular 

stage of their development may have limited utility for these HRD 

mechanisms. These mechanisms or systems or techniques etc can prove 

admirable in the generation of favorable HRD climate in the organizations in 



 
Review of Literature   

Department of Business & Financial Studies              45 
 

general, managerial and non- managerial development in particular each 

instrument or sub-systems focuses on various aspects of HRD. To have a 

comprehensive HRD Climate many of these instruments both for managers and 

non-managers may need to be used simultaneously. These HRD instruments 

/sub-systems if implemented properly would lead to an increased job 

performance as well as the generation of effective and result oriented HRD 

climate. Which in turn leads to a congenial OCTAPACE culture and then 

influences organizational effectiveness by increasing more competence, 

satisfaction and commitment among the people of the organization, Mishra & 

Bhardwaj, (2002); Pillai, (2008); Srimannarayana, (2007); Hassan, Hashim, & 

Zaki Hj Ismail, (2006); Mohanty, B, Parija & Sahu, G. (2012); Rodrigues, 

(2004); Srimannarayana, M. (2008); and  Mufeed, (2006). 

Literature Review on Elements of HRD Climate 

As discussed earlier that HRD Climate is categorized into three elements 

viz;General Climate, OCTAPACE Culture and HRD Mechanism. 

General Climate  

As stated earlier that the  general climate refers to a combination of a support 

from all the concerned quarters viz. Top management at different levels, good 

supportive personnel policies and practices as well as the positive attitudes 

towards the development of the people vis-a-vis their organization. The 

developmental environment of an organization, which possesses a number of 

characteristics such as the importance given to human resource, a general 

climate of trust, faith in the employee‘s capabilities, employee‘s tendency to 

help each other and to collaborate with each other, team spirit, tendency to 

discourage stereotypes and favoritism, supportive personnel policies and 

practices, (Schneider and Reichers, 1983; Chandrasekhar, 1993 and Coelho, 

1993). General supportive climate has been classified into the following heads 

(a) Top management‘s commitment,  

(b) Line management‘s commitment,  
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(c) Superior- Subordinates relationship,  

(d) Personnel policies, and  

(e) Positive attitudes towards development. 

a) TOP Management’s Commitment  

Various research studies revealed that the employees are treated by their 

organizations as cogs of machinery to meet their ends and their social and the 

psychological needs are ignored by them, which however, needs to be 

addressed (Tyson and York 1996). Employees need to be treated very gently 

and humanly. In this context Reily and Clarke in the year 2000, studied that 

employees of this era are not motivated by wages or economic rewards only.  

Some studies also found that the status of ‗top management‘s attitudes‘ to the 

development of their subordinates below the desired outlines leaving out a 

further good scope for improvement. . It has been well observed by Billimoria 

and Sing, (1985), that ―each human being is born with the capacities to win in 

life, and each has his own unique potentials, capabilities and limitations‖. Also 

Mc.Gregor, (1966) observed, people have got a large amount of creativity, 

imagination ingenuity to solve the problems of organization. But often these 

potentials are not fully utilized by management through appropriate and 

systematic efforts. Krishna and Rao, (1997) in their study at BHEL, Hyderabad 

found that middle /senior managers and line managers responded poorly to the 

top management‘s attitudes on development of subordinate. Rohmetra (1998) 

conducted a study on banking sector of J&K on HRD Climate and she found 

that ―the top management in sample study organization is neither interested in 

identifying the potentialities of employees nor willing to invest their time and 

other resources to ensure the proper development of employees. Also 

Bhardwaj, (2002) in his research study of private sector organization found that 

middle and lower managers are satisfied with their top management‘s belief as 

well as are happy with the prevailing HRD climate in their organization. 

Similarly, Matoo and Parveiz, (2005), found that the top management of the 
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hospitals considered their people as their strength, but the initiatives taken in 

this direction were found lacking.  

Thus it becomes evident enough that the top management is wholly and solely 

responsible for creating a healthy and congenial atmosphere in the organization 

so that people may give their best to the organization. 

b) Line Managements Commitment 

The central role played in any organization in developing human resource does 

not belong to the HRD or personnel function, but to the concerned line 

managers. The HRD function can only provide instrument or mechanisms to 

assist the line managers in performing their HRD roles. The line managers are 

highly concerned about their most important goal of accomplishment and 

attainment of their objectives and work output. However, in carrying out such a 

role, they do this partly with the collaborative knowledge and skills of their 

subordinate staff. Since the line managers have a direct and immediate 

influence on all employees, they necessarily bear the major responsibility of 

effective development of human resources (Tyson and York, 2000). Alphonsa 

(2000), in an empirical study of HRD climate in private hospital found 

reasonably good climate for the line management, commitment towards 

development of their subordinates. Bhardwaj and Mishra, (2002) study on 

private sector managers found that the commitment of the line management to 

the development of employee‘s was perceived as favorable. Krishan and Rao 

(1997) in their empirical study at BHEL found that managers responded poorly 

to the development of subordinates. Despite of the fact that the study of (Nair, 

1992) studies that in a majority of organizations except in few enlightened 

ones, the line managers feel that their time is usually occupied only in 

performing operational functions. They do not realize that by developing their 

human resource they are indirectly reducing the time in their operational and 

administrative activities, by qualifying their subordinates to take up more 

responsible assignments. 
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c) Superior- Sub-ordinate Relationship 

HRD aims at the development of strong superior-subordinate relationship; 

which automatically creates job satisfaction, improves organizational health 

and the employees morale, team spirit and loyalty, the sense of belongingness 

or ―we feeling‖ in the minds of employee‘s and awareness of larger 

organizational goals (Bansal, 1991). In India majority of organizations fail to 

maintain boss-subordinate relationship which results failure of fulfillment of 

the organization goal, lower productivity, increases of cost of productions and 

earns less returns on investment (Bhatia, 2003). Alphonsa, (2000) found that 

the HRD climate in a private hospital indicated that the dimension of 

superior—subordinate relationship had reasonably a good climate in hospital. 

Rainayee, (2002) conducted a study on banking sector and found that the SBI is 

successful in maintaining dyadic relationship. The respondents in the JK bank 

indicated that barriers to open communication in the bank is still abounding. 

Mattoo and Parvaiz, (2005) in their empirical study of the HRD climate in the 

hospital found a significantly poor satisfaction level of employee‘s in terms of 

boss-subordinate relationship. 

d) Personnel Policies 

According to Tyson and York (1996), an important element of general climate 

is HRD oriented policies which are the key factor in establishing an effective 

personnel system, and effective practice thereof is impossible without the 

fundamental guidelines. The organization need a separate HRD department as 

its size grows and this separate department in turn results in the better 

coordination with other organizational activities. Personnel activities reflect the 

management‘s personnel policies they influence both indirectly and directly the 

relationship between individuals and groups (Heneman, 1974). Personnel 

policies provide guiding principle for wide variety of employment relationship 

in the organization. These guiding principles identify the organization‘s 

intention and action in recruitment, selection, promotion, development, training 

compensation, motivation and otherwise leading and directing people in the 
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working organization.  As it has been found that sound personnel policies 

serves as a roadmap for managers (Wang 2005). Therefore, better the personnel 

policies of an organization better will be the outcomes. The subject matter of 

personnel policies is a varied, as the practices of the personnel department, and 

any itemization would serve merely as a laundry list (Calhoon, 1964). The 

norms of personnel policy vary from industry to industry, and within its 

management structure, the economic and social conditions prevailing in it at a 

particular time, the attitudes and ideals of the top management. They also vary 

with changes in public opinions, area and regional traditions, customs and 

practices, the country‘s industrial system, the labor and industrial policies of 

the state and the central government, the influences of trade unions, national 

agreements between representatives of employers, managers, employees and 

the government. The policies and influences of business associations, 

employers federations, technological development, competition and social 

approval, the prevailing attitude of the organized labor government regulations, 

the extent of unionization in a particular industry, the decision of tripartite 

conferences, industrial and national tribunals or labor courts. These factors also 

determine the norms of the personnel policies. In other words, they cover such 

a wide variety of items and are so broad based that every possible item which 

affects the interests of anyone in an organization is included in them. 

On the basis of past researches, the sample evidences demonstrate relationship 

between employee‘s satisfaction and dissatisfaction with the ―personnel 

policies and procedures‖. HRD managers in Indian organizations generally are 

not included in policy making. As a result, they find themselves in operational 

as far as implementation of HRD/OD is concerned (Judith, 2003), Burgoyne, in 

his survey in 1988, found that many business failures may be precisely 

explained in terms of the corporate plans becoming non-implementable in 

managerial terms. In other words, there were not enough of the right people in 

enough of the right roles with enough of the right skills and attitudes for the 

plan to work. Bhardwaj and Mishra (2002), they found that the human resource 
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development climate among private sector managers on account of personnel 

policies of the organization was perceived as favorable, since these policies 

gave a high importance to the development of their employees on a continuous 

basis. Alphonsh (2000), in an empirical study on the HRD climate in a private 

hospital found that in case of personnel policies a reasonably good agreement 

existed. Krishna and Rao (1997), carried out a comprehensive empirical study 

in BHEL where middle/senior managers and line managers responded poorly 

for personnel policies. Rohmetra (1998), in her study on HRD climate of bank 

found that personnel policies were not supportive for facilitating HRD.  

OCTAPACE Culture 

The essence of the HRD climate can be well gauged from the amount of 

importance that is placed on the development of OCTAPACE Culture in an 

organization. The term has been coined by Professor T.V Rao of IIMA. The 

OCTAPACE items characterized by the occurrence of openness, confrontation, 

trust, authenticity, pro-activity, autonomy, collaboration and experimentation 

are valued and promoted in the organizations. The literature available on HRD 

climate is an evidence of the fact that a very meagre amount of research has so 

far been carried out on the critical dimensions of HRD climate. Empirical 

studies conducted by (Kumar and Pattnaik, 2002; Rohmetra, 1998; Kumar, 

1997; Gupta, 2007; Mishra, Dhar and Dhar, 1999; Bhardwaj, 2002; Mufeed, 

2007; Alphonsa, 2000; Mattoo and Pervaiz, 2005 and Rao and Abraham, 1986) 

indicate that the culture of OCTAPACE values is imbibed in the culture of 

many organizations to a good or moderate degree. These values help in 

fostering climate of continuous development of human resources. These eight 

―OCTAPACE‖ culture values of an organizational culture are discussed in 

brief as under: 

a) Openness 

The leaders‘ words and actions must reflect consideration of, concern for, and 

acceptance of the employees, which behavioral factors naturally reduce tension 
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and facilitate open communication (Stowell, 1988). According to Chabbra, 

(2001), ‗openness‘ refers to freedom to express ideas, opinion, views, 

frankness, outspoken, and straight forwardness. If a team is to be effective, then 

its members need to be able to express their views, their differences of 

opinions, interests and problems without fear of ridicule or retaliation. No team 

work is really effective if an organization has an atmosphere like ―cut your 

throat or stabbing-in-the –back‘, then for sure its members become less willing 

or unable to express themselves openly. The resultant output is wastage of 

energy effort and lack of creativity. According to (Ramaswamy, 1990 and Suri, 

1991), the openness lies in the extent of willingness to share and receive 

information and its indicators lies in sharing information with blue collar on (a) 

order booking (b) profit level (c) future plans (d) changes in the offing like 

technology. They further added the willingness to receive from blue collar; (a) 

their ideas and suggestions (b) improvement aspects (c) views, feelings, 

reactions, on manager‘s tasks, organizational decisions and customer feedback. 

Krishna and Rao (1997), in their research study on HRD climate in BHEL 

Hyderabad found that middle and senior managers were satisfied with the 

environment of ‗openness‘ in the company. Mangaraj (1999), in her study of 

HRD system in RSP found that employee‘s opportunities to express their 

viewpoints are quite successful for organizations in long run. Alphonsa (2000), 

in an empirical study on HRD climate in a private hospital found a good level 

of ‗openness‘. Rohmetra (1998), in her study on the HRD climate of a bank 

found that the organizational environment is less open for its employees. 

Bhardhwaj and Mishra in 2002, conducted a study on private sector mangers 

and found existence of favorable openness. 

b) Confrontation 

Confrontation implies facing a problem and working jointly with others 

concerned to find its solution. If an organization encourages people with them 

to understand it, and search possible ways of dealing with it, it is ready to have 

too much more open system of human resource system; in this regard a better 
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term would be Confrontation-Exploration (C-E).  The ―Warmth and Support‖ 

may indicate a more affiliation-oriented climate and such a climate may 

manifest morale/ positive attitude towards work group and higher job 

satisfaction. But it does not necessarily point to better job performance 

(Inancevich et, al. 1980). If the culture of confrontation is low in the 

organization then the organization needs to have preparatory work for 

development, Counseling/coaching competencies before introducing a 

sophisticated human resource development system. The essence of 

confrontation lies in; (1) willingness to address one selves to problems and 

solve them rather than waiting till the un-resolved problem becomes a 

collective grievance, (2) solving problems on the shop floor rather than waiting 

for unresolved issues leading to production, loss quality wise, quantity wise, 

and cost wise or in terms of delivery time, (3) encouraging subordinates and 

juniors to confront issues rather than viewing them as confronting persons, (4) 

encouraging blue collar to form quality circles and problem solving groups, and 

(5) willing to confront issues at the individual employee or union level in an 

adult manner rather than either surrendering mutual interests or bulldozing 

one‘s way through. 

Studies indicate that the value of ―confrontation‖ has been prompted in some 

organizations at a good degree. Kumar (1997) in his study on the HRD climate 

highlight that the value of confrontation tended towards high in organization 

and the training did not contribute to the value of confrontation. In another 

study conducted by Krishna and Rao, (1997) in a BHEL, Hyderabad found that 

middle and senior managers responded poorly to the value of ‗confrontation‘. 

Alphonsa in year 2000, conducted a study on HRD climate in a private hospital 

and the result indicated that there existed a reasonably good climate for the 

value of ‗confrontation‘, since people come out strongly to solve the problems 

openly without accusing each other behind the back.  
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c) Trust 

Trust means ―belief‖ ―confidence‖ ―faith‖; one cannot expect others to trust 

because trust can be built only through their experience. According to Danis, 

(2001) trust is a state of readiness for unguarded interaction with someone or 

something. It is necessary condition for energetic teamwork between human 

beings, and one of the necessary conditions for the firm commitment. The trust 

is not a single edged phenomenon, the trust must be reposed by both the 

management on its people and the people working in the organization should 

also trust the management in its commitments and other areas of work that 

have a direct or indirect bearing on their activities. So the trust has to be a 

reciprocal phenomenon where the parties‘ viz., the management and employees 

should trust each other equally in whatever situation demand for its arise. 

Research studies conducted by (Chandra 1993; Rohmetra, 1998, Patel 1999, 

Sharma and Purang, 2000 and Kumar and Pattnaik, 2002; Bhardwaj, 2002) 

have revealed that the trusting each other (i:e employees on management and 

management‘s trust on employees), if once ensured, for sure goes a long way in 

developing and establishing the congenial HRD climate in the organization. 

Shakeel, (1999) conducted a comparative study on universities and found that 

trust was perceived at a moderate grade. Similarly Patel (1999), conducted a 

study of 20 DCCB‘s found that the perception of employees towards trust 

recorded above average. 

d) Authenticity 

According to Rohmetra (1998), authenticity refers to congruence between 

―walk and talk‖, owing responsibility for commissions and omissions and 

unreserved sharing of feelings. The term ―Authenticity‖ refers to ―genuine‖, 

―factual‖, ―legitimate‖, ―actual‖. The authenticity acronym of OCTAPACE 

culture which is a main element of HRD Climate can be well understood from 

the following indicators of said variable. Studies reveal that training contributes 

to authenticity, Kumar (1997), found that training does contribute to the value 

of authenticity in the organization. Some studies have reported clearly that the 
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value of authenticity is imbibed in the culture of some organizations and its 

practice has been reported at a good degree. Rainayee (2002), in his study of 

the HRD climate in commercial banks found that in both the sample banks the 

value of authenticity has been well developed and also signified cohesion and 

trust in their personnel relationship. Bhardwaj and Mishra (2002), in their 

empirical study found value of authenticity above average. However, there was 

substantial scope for its improvement. Alphonsa, (2000) in his emphirical study 

findings on the HRD climate in a private hospital in Hyderabad indicated that 

there existed a reasonably good climate of the value of authenticity in the 

hospital. 

e) Pro-activity 

The concept of pro-activity refers to ―planning in advances‖, ―lead from the 

front‖, ―and the state of alertness/ preparedness‖. As it is often said ―prevention 

is better than cure‖. In order to understand the culture of pro-activity of any 

organization, it is important to know as to how far the organization believe in 

solving problems but in mutual blaming or believes in building systems for 

problem prevention as is the case with well reputed organizations like: Polka 

Yoke. So the culture of pro-activity is said to be prevalent in any organization 

then when the organization/ top management should be capable of forecasting, 

predicting, projecting, anticipating things well in advance and plan accordingly 

to meet their goals eventually at any given time and visa-wiz its people believe 

by convection in the problem solving besides, believe in building systems for 

problem prevention (Kandula, 2001 and Dessler, 2000). 

Some studies indicate the value of pro-activity at a good level. Bhardwaj and 

Mishra (2002), in their study found perception of private sector managers on 

the value of pro-activity as favorable. However, it is yet to receive proper 

recognition and perceptions of the people have been reported low leaving 

substantial scope for its improvement. Kumar (1997), in his study on the 

contribution of training towards that HRD climate /culture/values found that 
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though the participants acknowledge that training is contributing towards the 

value of pro-activity.  

f) Autonomy 

The word Autonomy refers to ―freedom‘, ―independence‖. Freedom to do 

things in the way one tends to act as a morale booster. Every individual has his 

own way of doing things; it is the job of his superior to ensure that creativity in 

the individual/ group is not discouraged while working for achieving 

organizational objectives. Various research studies have indicated the 

autonomy is respecting employees for being improved at their own workplace. 

According to (Parthasarathy, et.al, 1989), the BHEL have constituted self 

managed teams, who look after their own doings without any interference from 

the management. However, Mehta (1992) and Rohmetra (1998), have a 

different perception about the autonomy. They perceive the autonomy as a 

major source of work satisfaction. The participative management or workers 

participation in management and management by objectives (MBO) is another 

form being enjoyed by lot more private cum public organizations though in a 

limited way. 

Empirical evidences indicate the practice of autonomy at a good level. Krishna 

and Rao (1997), carried out a comprehensive study of the HRD climate in 

BHEL and found that delegation of authority to encourage juniors is not quite 

common in the company and juniors do not view delegation of authority as an 

opportunity for their development. Middle and senior managers as such 

responded poorly value of autonomy.  

g) Collaboration 

The value of OCTAPACE culture acronym is collaboration which refers to 

―cooperation‖. ―Participation‖, ―Teamwork‖, ―association‖. It provides the 

favorable base for the superior and subordinates to work together to accomplish 

their assigned tasks. It implies that both the groups of employees are committed 

and willing to be involved in the work they do and that they are ready to share 
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their skills and information with the rest of employees, knowing that the others 

will reciprocate. People find ways of being more helpful to each other and are 

ready to share their feelings skills, thereby achieving the objectives with less 

time and cost (Sambamuerythy, 1991). According to Dewarkar (1989), and 

Suri (1991), collaboration in a culture is judged from the fact that whether in 

any organization there exists a sense of quality with common facilities like 

canteen, similar uniform etc, provided to their employees. There are other ways 

to promoting collaborative culture in the organization through; keeping the 

communication channels open for lower level employees and bringing the top 

management and unskilled workers closer together so that they highlight their 

own mistakes, deficiencies weakness and achievements. In order to corroborate 

this view few research works clearly indicate the value of collaboration in 

many organizations and its practice has been reported to be at a good level. 

Rohmetra (1998), found that the degree of collaboration and team spirit is at 

low grade in the sample study. Krishna and Rao (1997), found that team spirit 

and collaboration is not of a high order in the company among middle and 

senior managers. Kumar (1997), in his study found this value has scored below 

the mid-point. Mangaraj (1999), in her research study of HRD system in 

Rourkela Steel Plant found that the team spirit is encouraged for attainment of 

organizational objectives.  

h) Experimentation 

The last but not the least value of the OCTAPACE culture acronym is 

‗experimentation‘ which have been recently included in bringing about the 

HRD culture in organization by Pareek and Rao in 1999. According to Pareek 

& Rao (1999) and  Desai & Jayakrishnan,(2014), the value of Experimentation 

plays a great role in bringing about a conducive HRD culture in the 

organizations which in turn assist in developing and flourishing the congenial 

HRD Climate. So far as the experimentation as a variable of OCTAPACE 

culture is concerned, it indicates the amount of risks and innovations that the 

organization is ready to undertake depending upon the fact as to how the 
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organization treats its people in terms of believing in their capacities and 

experiences. The present study is also evident of the fact that most of 

organizations do not encourage their employees when they suggest new things 

or new ideas. The top management feels unnecessary threatened because they 

consider it an intrusion into their domain of decision making. There are various 

organizations like Modi Xerox, Petrofils Co-operation Ltd.  Baroda, Maruti 

Udyog Ltd, and Bharat Heavy Electric Ltd, who carry out a firm faith in their 

employees so far their employee‘s valuable suggestions and fruitful ideas, is 

concerned.  

Various studies indicate the value of experimentation being perceived at varied 

degrees across organizations. Alphonsa (2000), found that the culture of 

experimentation was perceived by the respondents to a good degree. While in 

contradiction, Kumar (1997), in his study on the contribution of training 

towards HRD climate/culture/values in a public sector organization found that 

the value of experimentation has been perceived somewhere near a low grade. 

The study has also brought out an important finding that the training 

contributes towards this value in the organization. However, most of the 

organizations are still stuck with the traditional approaches where a closed 

atmosphere does not allow people to participate in innovation. Krishna and 

Rao, (1997) found that the value of experimentation was responded on high by 

the middle and senior managers in BHEL Hyderabad. On the same analogy, 

Managaraj (1999), in her study in Rourkela Steel Plant reported that creative 

ideas were encouraged and rewarded very often.  

HRD Mechanisms 

All the structures, systems and techniques that an organization uses to help its 

employees to acquire and strengthen their capabilities are viewed under HRD 

Mechanisms. These mechanisms or systems or techniques, can be used to 

facilitate HRD in general and to foster favorable HRD climate in the 

organization in particular. These mechanisms or sub-systems focuses on 

various aspects of HRD. If these mechanisms are properly executed, it will lead 
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to the generation of effective and result-oriented organizations. Several 

organizations have just a few of these systems and even these are further being 

evolved and experimented. Therefore, it is difficult to conclude whether any 

organization has a comprehensive and complete system of HRD at all. 

Research indicates that different organizations adopt the different HRD 

mechanisms for their managers and workers which are useful in their specific 

needs like an increase in production, diversification coping with the changes in 

market or technological conditions and rejuvenating the organization in 

declined growth situation. In India public sector organizations like SAIL, 

HMT, SBI, BEML, BHEL, Maruti Udyog, LIC, IOC, IA and AI which 

introduced various HRD practices /mechanisms, after successful experience in 

mechanisms like job rotation, training, training, OD, problem solving, team 

development, role clarity, communication etc. these organizations went on in 

adopting the HRD instruments like management and subordinates 

communications, feedbacks, worker development, training, counseling, quality 

of work life, grievance mechanism, quality circles and worker‘s participation 

etc. Pareek (1983) refers to PAS, feedback, counseling, potential appraisal, 

career advancement, career planning and training as dimension of HRD. 

However other authors like; Chalofsky (1983); Das (1984) Adward (1985) 

Sambamurthy (1987), have enlisted similar HRD mechanism. Mufeed and Rao 

(2003), gave HRD mechanisms model for employees (Managerial and Non- 

Managerial). 

a) HRD Mechanisms for Managers 

The HRD mechanisms for managers cannot be replica for non-managers. This 

difference is because of job requirements, existing level of knowledge and 

competence, number of target groups to be covered etc. Therefore, in the 

traditional mechanism of HRD for managerial staff like PAS, potential 

appraisal system, role analysis etc cannot be replicated for non-managers who 

at a particular stage of their development may have limited utility for these 
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HRD mechanisms. The most frequent used HRD mechanisms for managers are 

discussed as under. 

i) Performance Appraisal System 

Performance appraisal constitutes an important tool of human resource 

development. Employees at all levels have to be appraised in their work on a 

continuing basis. The subject of performance appraisal deals with the 

assessment of the extent of the employee‘s achievement in attaining the 

stipulated tasks, activities or results. Performance of an individual is the 

product of its ability to perform a particular job, motivation and organization 

support that it makes possible in the identification of strengths and weakness, 

provides performance feedback and facilities exchange with superiors 

(Bernaldin and Bealty, 1984; Murphy and Cleveland, 1995). A large number of 

research studies have been conducted on the mechanics of measurement, 

assessment of performance appraisal system in India. However, there are very 

few researches conducted so far on study in the appraisal variables affecting the 

overall effectiveness of performance appraisal system (PAS). Again research 

focusing in different variables involved in designing and implementation of 

performance appraisal system particularly from HRD point of view are few in 

number with most of the researches done in western countries. A brief 

retrospect of such studies is presented below to again an insight into various 

aspects of the present study. 

Dayal, (1976), Gibbs, (1985) and Pareek and Rao, (1981) have theoretically 

described aspects of performance appraisal system as a device in certain 

cultural contexts. In Indian context Dayal, (1976) suggested that the Indian 

social environment tends to emphasize concepts of self, loyalty, regard for 

authority and interpersonal behavior differently compared with the western 

context. Hence developing an effective performance appraisal system requires 

the peculiar cultural aspects need to be considered. Pareek and Rao, (1981) in a 

similar way, identified major component of an HRD system within which a 

subcomponent would be the performance assessment and its efficacious design 
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to contribute to an overall human resource development. The major thrust of 

Pareek and Rao‘s treatise was to define the underlying psychological processes 

of the development oriented organization and the relevant mechanisms that can 

enhance utilization of human resources. On the other hand, Gibbs (1985) 

delineated steps for developing performance appraisal system that included 

three stages of planning, implementation and review. It is suggested that 

performance review should not be considered as a corporate card, but it should 

assume value of the developmental tool for individual and organization growth 

and achievement. Various research works (Bolar, 1978; Shetty, 1970; Pareek 

and Rao, 1981; Mc Gregor; 1957 and Monapa and Saiyadain 1979 show a 

general trend of PAS towards the following aspects in terms of its purpose and 

use. 

 Salary administration: PA helps decision makers to determine who should 

get pay raises, Organizations grant incentives based upon merit, which is 

determined mostly through PA. 

 Promotion: Performance feedback guides promotion decision like, who 

are ready for promotion and who are not. 

 Transfer: similarly, PA, feedback guides transfer decisions also.  

 Performance planning: based on PA, managers can design performance 

planning of good performance and poor performers. 

 Training: from the analysis of strengths and weaknesses, management can 

identify the training and development needs of the employees. 

 Counseling: poor performance standard of the employees often guides the 

management for counseling. 

 Discipline: fall of performance standard to unacceptable level guides 

management to take disciplinary actions as per conduct, discipline and 

appeal rules.       

 Other matter sometimes poor performance is due to wrong placement. PA 

feedback also helps management to place right man on right job. 
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Naizi, (1979) in one of the articles emphasized the need of de-linking appraisal 

from the reward system. As per him the true objectives of PA is to help and 

fulfill the organizational tasks and determine individual needs. Beach, (1985) 

summaries the specific tends that have taken place in appraisal systems. 

According to him, formerly the emphasis was laid on merit rating in order to 

determine the qualification for wage increase, transfer, promotion, layoff etc, 

but the present emphasis has shifted to the employee appraisal and the 

performance appraisal for the development of the individual and his improved 

performance on the job. The studies of Henry (1962); National Industrial 

Conference Board (1968) and Cleveland Murphy and Williams, (1989) in a 

survey of 106 personnel professionals found that performance  appraisal system 

provides information to management about the employee‘s performance which 

can be used for succession plan by identifying people with potentialities. It 

helps management to take administrative decisions, such as ―pay increase, 

promotions, placements, transfer and layoff to help supervisors known their 

subordinates and gives an opportunity to the subordinates to know where they 

stand with stand with the boss‖. William et at, (1977) found that performance 

appraisal are used for two broad purposes, viz purpose pertaining to an 

individual, such as where he stands and how he can improve and develop, and 

purposes that relate to organizational needs, such as salary review, transfers 

and promotions. Grider and Toombs (1993) drew attention to the variety of 

appraisal uses, ―practitioners generally agree that results of performance 

evaluations can be used in a variety of organizational functions‖ and this 

position is supported by authorities in the area of human resources 

development. Hall, Posner and Harder, (1989) was explored performance 

appraisal system effectiveness in 36 high technology  companies to identify the 

factors that contribute to improved goal setting process and consequently 

employees performance. The significant fact is that most of the organizations 

tended to separate, by 2-3 weeks, the salary review discussion from the 

performance review discussion. This is suggestive of implications of PAS as a 
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development strategy of the organization, rather a tool in the hands of 

management to reward its employee‘s. 

Roberts, (1995) surveyed two hundred forty personnel professionals on 

Municipal Government uncovered that the performance appraisal system would 

be effective only when the appraisal system structure, administrative and 

developmental values perceived user acceptance. Srinivasan, (1994) survey of 

five hundred ninety one managers in the managers in the manufacturing 

companies revealed that the managerial satisfaction with the performance 

appraisal system is related to the appraisal system characteristics and the 

organizational context component variables. Giles and Mossholder, (1990) 

study on five hundred and ten employees of Textile Company revealed that 

satisfaction with appraisal system is based on the goal setting participation, 

supervisory support and implementation and follow up. Rao and Iqbal, (1982) 

surveyed the appraisal practice of 25 banks and financial institutions .in this 

connection the survey report states almost all of them use appraisal for salary 

and reward administration. Its potential as a development mechanism is not 

being used by most of them. Shetty, (1970) has conducted a study of 12 

American and 9 Indian companies which shows some interesting similarities in 

their objectives of performance appraisal. According to this all the 12 

American and 9 Indian companies were found to use performance appraisal for 

determining wage increases. The second was given by both samples to 

promotions and transfers. The second rank was given in both the samples to 

discovering supervisory personnel. While as the fourth rank was given to 

training and development and informing employees where they stand, in both 

cases. On the same analogy Rudrabasavaraj, (1969) has conducted a study of 6 

Indian Public sector companies and 14 private sector companies which shows 

that the two sectors differed in their emphasis on the objectives of performance 

appraisal. The study also showed that the uses of performance appraisal, 

determining administrative and developmental decisions based on PAS. Finn 

and Fantainie, (1984) examined the PAS of a large, complex human service 
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department of a state government Interviews with appraisers and appraises 

revealed a pronounced negative attitude towards the existing PAS and showed 

evidence that the system was not producing constructive outcomes. Among the 

issues derived therein were performance expectations in terms of process 

matters instead of tasks and the one sided goal of performance appraisal that 

enhanced effectiveness will result from subordinates, not superior‘s efforts. 

Fore, (1985) surveyed 50 top public sector organizations and the results of the 

results of the public findings were corroborated and supplemented as the 

―National Seminar on Training in Public Enterprises‖, Organized on 15-16 

November 1985 at New Delhi. Amongst other findings one of the FORE 

findings revealed that PAS is being used popularly (60%) for analyzing 

training needs in public enterprising. While finding out the uses of PAS in the 

FORE survey it was observed that it is extremely used as a basis of promotion 

rather than for feedback mechanism, job rotation and placement. According to 

Bureau of National Affairs, (1983) survey report the unions profoundly affect 

performance appraisal, frequently opposing it because they believe assessment 

systems produced biased result. The BNA survey of feb-1983 showed 84% of 

companies with non-unionized production employees had a formal production 

employee assessment system, but only 42% on those with unionized production 

employees had a formal system. Another study conducted by Deets and Tyles, 

(1986) in Xerox corporation ltd which shows that performance appraisal 

through the joint establishment of objectives by the managers and employee‘s 

,the use of an interim appraisal to assess progress, emphasis on performance 

feedback and improvement, elimination of summary ratings and identification 

of personal and professional developmental goals. The survey the data that 

evaluated the system indicated generally favorable employee attitudes towards 

system and suggested that it removed barriers to employee teamwork. 

Eberhardt and Pooyan, (1988) evaluated impact of PAS in a hospital set up, in 

which a new performance appraisal system was recently introduced. The 

survey covered 547 employees with two groups formed on the basis of their 
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experience or lack of experience with the new system. Employees who had 

experience with the new system had more favorable perceptions of their 

supervisors‘ appraisal behavior and were more satisfied with the appraisal 

process. 

Mount (1983) has conducted a study on large multinational corporation on 

managerial and employee satisfaction with a performance appraisal system was 

analyzed, using 612 managers and 1550 employees. Comparisons were made 

between managers and employee‘s satisfaction by way of conducting factor 

analyzing for each sample. Result pointed out moderate similarity between the 

two groups. The largest portion of variables accounted for in the employee 

sample pertained to general satisfaction with the system whereas for managers 

it pertained to the types of rating made on the appraisal from. In yet another 

study of a similar nature, comprising mainly of managerial and non-managerial 

employee sample, Mount, (1984) assessed satisfaction with a performance 

appraisal system and the appraisal discussed by managers (n=222) and 

employees (n=368).Results of the second study, conducted in a similar way as 

that of the first, showed that managers were more satisfied than employees with 

most aspects of the appraisal system. Differences in perceptions of the 

appraisal process were related to differences in the roles played by managers 

and their employees. For example, managers received 24 hours of orientation 

and training while employees were given a 15 page brochure when the system 

introduced. Steel, (1985) conducted a study on participatory performance 

appraisal system of employees of a state after a performance appraisal system 

was implemented. The results showed that appraisal system to be more 

effective and fair than system used before and also found the new procedures 

satisfactory in their last performance evaluation. Females persons with higher 

educational levels (college and above), and the 26-45 years olds were positive 

about the new system. Other groups were not as positive but were not negative 

either. 
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Taylor and Zawachi (1978) conducted a study to evaluation data in a before-

after assessment of performance appraisal and development system of US Air 

Force Academy. Pre and Post test measures revealed significant difference in 

perceived involvement, feedback and attitudes between groups with the 

experimentation groups feeling more involved, more satisfied with the 

designed system and received more feedback. Laua, (1984) from the study of 

four hundred sixty seven managers- subordinates pairs from all level of 

management drawn from fortune one thousand three hundred (one thousand 

industrial units and three hundred non-industrial units) found that design and 

effectiveness of performance appraisal process is related with the appraisal 

measurement approaches, appraisal link to compensation goals and strategy, 

career planning and training. Lawyer, Mohrman and Resnick, (1984) conducted 

a study on seven hundred twenty managers- subordinate pairs from all levels of 

management including all functional areas from GE Company , they concluded 

that organizational climate, job contents, pay discussions, appraisal forms, 

work planning, employee‘s rating and the inputs provided by the subordinates 

have an impact on the overall effectiveness of performance appraisal system. 

Lovrich et at, (1981) and Lisak, (1983) studies on performance appraisal 

variables revealed that a good reward system, support system, awareness 

regarding the system objectives, grievances re-addressable process and 

communication of performance objectives have a relationship  that help in 

increasing the appraisal system satisfaction, appraisal system fairness and also 

appraisal system acceptance. 

Fandray, (2001) survey indicated that thirty two percent of HR professionals 

were ‗unsatisfied‘ or ‗very unsatisfied‘ with their organizations performance 

management system, because of deficiencies in leadership development, 

coaching, feedback and development planning, 22% said that the greatest 

challenges they face is a lack of support from the top management, 42% of the 

organizations (that participated in the study) reported that the executives not 

even bother to review the performance management systems currently in place. 
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Mufeed, (1998) conducted a comparative survey of 311 employees in the 

leading central public enterprises within the states of Jammu and Kashmir viz. 

Hindustan Machine Tools Ltd (HMT)  and Indian Telephone Industry Ltd (ITI) 

revealed that employee satisfaction with the performance appraisal components  

such as process component, outcome component, content component and 

organizational component is related to the (1) information validity ;(2) 

participation; (3) feedback system; (4) grievance re-addressal mechanism; (5) 

implementation; (6) goal setting; (7) reward and support system; (8) 

development value; (9) superior subordinate relations; (10) character of 

communication; (11) clarity of performance objectives and (12) performance 

standard. Agarwal, (2001) examined the performance appraisal system in north 

India Synthetic Yarn Producing organization. The sample for the study 

consisted of 89 managing ranging from general manager to junior officers. 

They concluded that managers perception and expectations of issue related to 

the nature of appraisal process, guidance and counseling sessions, assessment 

of performance to be moderately effective. It is further observed that such 

variables revealed that PAS should be linked with reward system of the 

organization; a multi-rater degree feedback program can be utilized to promote 

the developmental objectives of the PAS. Vijaya, Paramashivaiah and Aravind 

(2004) has conducted a comparative study of 230 employees in state bank of 

Hyderabad and Karnataka revealed that in both levels if a new key performance 

area called concern for developing the subordinate is introduced in the 

appraisal system the employees realize the need for developing the subordinate 

as part and parcel of their duty. Invariably a subordinate assessment of his 

superior is likely to be much more reliable than his superior assessment. 

Jain and Kamble, (2005) carried out a survey of eight large and medium 

manufacturing organizations belonging to private sector. The study widely 

revealed that in order to have an effective performance appraisal system in the 

organizations, the system should be made on Similarly, Peiperl, (2001) 

evaluated that 360-degree feedback is all the rage in companies big and small. 
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But it is frequently bureaucratic, politically charged and agonizing. The author 

has focused on the theory behind and practice of 360-degree feedback. Most 

recently he studied its implementation at 17 companies varying in size from 

start- ups of a dozen people to fortune 500 firms and industry from high tech 

manufacturing to professional services firms. He was looking for answers to 

several questions. Under what circumstances does peer appraisal improve 

performance? Why does peer appraisal forward thinking and a deeper 

understanding of their dynamics, ease the discomfort. 

The authors research producing produced a discomforting conclusion; peer 

appraisal is difficult because it has to be four inescapable paradoxes are 

embedded in the process (a) the paradox of group performance; focusing on 

individuals puts the entire group at risk. (b) The measurement paradox; the 

easier feedback is together. The harder it is to apply, (c) the paradox of 

rewards; when peer appraisal counts the most, it helps the least (d) the paradox 

of roles; you cannot be both a peer and a judge.  

According to Mc Gegor, (1957) in the process of self appraisal, the superior 

has no right to reject any claim of appraisal. But in practice, he rarely needs his 

veto power. Robert, (1984) in his research findings on the issues related to 

performance appraisal practices in Fortune 1300.Fortune 1000 industrial and 

fortune 300 non-industrial companies were selected for the study. Respondents 

to the questionnaire were senior HR managers, directors, vice presidents, 

managers, specialists, representatives and administrative people. The survey 

results reveal that when comparing data across levels, respondents indicate that 

the most popular methods (96%) of appraisal review was evaluated by the 

immediate supervisor. Robert further concluded that some companies indicated 

additional procedures such as peer review, but the reported use of the 

alternative methods was significant. According to him upward reviews were 

also insignificant and for the most part were voluntary. The small incidence of 

these may be due to the perceived threats for both the subordinate and the 

supervisor.  
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Research Studies indicated that a variety of appraisal methods are used by 

many organizations; however, here again; no commonly accepted or utilized 

norms are existing, though some common most prevalent methods of 

assessment have evolved in recent time. There are; (a) confidential report; (b) 

narrative or descriptive method, which includes the essay method, the critical 

incident method; (c)Ranking technique which includes (samples or straight 

ranking, paired comparison; forced choice distribution); (d) graphic rating 

scales; (e) check list methods (f) group appraisal; (g) assessment centre 

method; (h) results oriented appraisal approach (MBO); and (i) behaviorally 

anchored rating scales (BARS).a recent research study indicated that the most 

common approaches for measuring the quantity, quality of employee job 

performance are: (1) rating scales (2) results oriented approach (MBO); (3) 

descriptive methods (4) behaviorally anchored rating scale (Saskin, (1981; 

Leap and Crino, 1990; Venkatapathy and Priyadarshini 2004; Mufeed 1998; 

Sayeed and Bhide 2003; Wanda et. Al, 2000; and Chandy and Krishnaveri, 

2003; and ghose and Vijayaragavan, 2003). 

ii. Training and Development 

A great deal of research has been carried out on various dimensions of training 

and development programs. Some have focused on the effectiveness of training 

and development (T&D) practices in Indian organizations and some have 

focused on various methods of training and development (Elitington, 1984; 

Laired, 1985 and Spaid, 1986). In fact (Haczynkie, 1983) listed and described 

350 delivery methods. Some are appropriate for lengthy instrument 

experiences, most are useful only for a portion of a course. There are Various 

studies were conducted by researchers, professionals, training executives for 

evaluating the effectiveness of training and development, Kumar and Singh, 

(1996) has conducted a study on the training needs of Rural Training in Krishi 

Vigyan Kendras,in the states of UP, West Bengal and Bihar revealed that 

majority of trainers (57%) had a high need for training. Gupta, (2002) has 

conducted a study on 13 Government colleges in Jammu division with a sample 
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of 400 teachers. It is recognized that training of teachers is more important as 

they are engaged in a profession that demands a great deal of creative work and 

skill. In service, training of teachers makes them fully productive and efficient 

in the minimum possible time and refreshes old teachers to enable them to keep 

updated with the new methods and techniques. Meenambigai and 

Vasanthakumar, (2004) have conducted a study with the sample of 25 rural 

women trainers from facility of agriculture, Annamalai University 

Chidambaram, Tamil Naidu. The finding of the study revealed that the training 

was found to be effective as perceived by the trainees. The impact of the 

training program shows that almost all are satisfied with the various 

components of the training program. Sardana and Arya, (2002) conducted a 

study on the civil engineering in Thaper Institute of Engineering Technology 

with a sample of 86 students, 26 faculty members and 41 supervisors to 

evaluate training need assessment. The result of the study shows that training is 

an alternative to projects undertaken by the institute. The approach seems more 

challenging as it puts them in an environment with the generally accepted goal 

on improving their application skills. 

Bhal and Mardikar, (2000) have conducted a study on Air Force Training 

Institute at Jadpure with a sample of 140 training technicians and officers. The 

result of the study found that performance can be enhanced through training 

methods that provide good conceptual models. Paranjpe, (1998) conducted a 

study on 240 teachers working in 21 educational institutes for handicapped 

learners, from both government and voluntary organization in New Delhi. The 

conclusion of the study shows that future training programs should encourage 

active participation of both school management and teachers through role play, 

group work, discussion and field experience in order to achieve common goals 

and objectives of the special school organization. Besides this, trainers spend 

most of their time on the conduct of training programs, stressing on content 

delivery, management of training, human resource development etc. Singh and 

Singh (1996) have conducted a study on 10 sub-divisions of Karnal, 
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Kurukshetra, Karthal, Yamuna Nagar and Ambala (Haryana) with a total 

sample of 150 respondents to study the effectiveness of training program was 

better in Karnal district than the other four districts. It was because the trainers 

of Karnal district did better planning and preparation, maintained better 

infrastructure had adequate physical facilities and had better team building. 

Pragadeeswaran and Panchanatham (2004) conducted a research on yoga 

training program for quality of work life with a sample of post graduate 

students of 50 subjects. The result of the study shows that the yoga training 

program changing attitudes, increasing knowledge and development skills of 

the persons/employees of an organization to enable them to perform their job 

effectively. One of the important findings is that a self-motivation is improved 

through the practice of yoga training. 

Nasreen, (2005) has conducted a study on one of the leading public sector 

enterprise in the state of J&K, namely JKTDC, with a sample of 55 managers 

and 70 non-managers to examine the present status and relevance of T&D for 

the employees. The result of the study shows that T&D strategy focuses on all 

round growth and development of managers and workers as well as in 

organization. Besides the above T&D program is used in corporation to make 

appropriate decisions in selection, placement, transfer, reward, demotions, 

organizational exist, retraining talents etc. Arya, (1991) conducted a study on 

impact of training on some industrial  relations variables, using a sample of 194 

workers from Heavy Electronics India Ltd., Bhopal and  181 workers from 

Indian Telephone Industries Ltd, Bangalore. The results of the study shows that 

the relationship of training with some of the industrial relation variables creates 

interest in job, satisfaction in supervisory behavior , work satisfaction, 

aspiration for income, aspiration for promotion, union participation. Besides 

the above the training before or after joining the plant had a positive influence 

over the industrial relation variable and it appears to contribute to the long-run 

industrial peace in a plant. The another study of Srivastava, Deb and Prasad, 

(2001) was conducted to assess the effectiveness of training programs offered 
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by Shavak Nanavati Training Institute of Tata Steel with a sample of three 

levels of employees departmental head 60, trainees 1400 and supervisors 

1400.The result  of the study shows that satisfaction level of participation, their 

supervisors and divisional heads were above average for all types of programs 

.Participants have had benefited from the programs but transfer of learning was 

not as expected from their supervisors. Besides the above training programs 

could meet the objectives only to a limited extent, and it was not linked with 

the career advancement of the participants. Sahgal and Shanker, (2003) have 

conducted a study on emerging training trends in India on nine industrial 

sectors namely manufacturing, financial services, IT, Telecommunication, 

power, oil, and gas, pharmaceuticals was undertaken to gain deeper insight into 

critical areas. The result of the study shows to secure a sizeable market share, 

training providers would need to develop solutions that are competitive on 

three fronts. Firstly, content that is need specific as against ―canned‖ off the 

shelf products;  online training in addition to the interactive training approach 

and thirdly value added services that goes beyond delivering a training program 

for developing  and integrated approach that incorporates need assessment, 

curriculum development, training evaluation, performance support and 

performance tracking. Nagaraj and Kamalanaban, (2000) have conducted a 

survey on feedback from customers on the competencies of employees to 

identify training needs and develop programs for training of employees. The 

Results of the survey show that, training gaps can be quantitatively identified 

through promptness, care and comfort, educating and skill imparting, reliability 

and consistency and problem-solving methods and following up with suitable 

training interventions. 

Sydney, (1968) in his study revealed that of T&D helps a company to fulfill its 

personnel needs. According to him organizations that have a good internal 

educational program will have to make less drastic manpower changes and 

adjustments in the event of sudden personnel altercations. Geer, (1970) 

emphasized on the proper use of training program which can improve the 
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organizational climate on an endless chain of positive reactions result from a 

well planned training and development program. Production and product 

quality may improve. Financial incentives may then be increased internal 

promotions become stressed, less supervisory pressure ensure and base pay rate 

increased result. 

Henry (1970) on the basis of his study is emphasizing that the proper training 

can help prevent industrial accidents. A safe work environment leads to more 

stable mental attitudes on the part of employees. Managerial mental state would 

also improve if supervisors know that they can better themselves through 

company designed development program. Aronoff‘s and Litwin‘s research 

study, (1970) has outlined that T&D program foster the initiative and creativity 

of employees and help to prevent manpower obsolescence, which may be due 

to age, temperament or motivation, or the inability of a person to adopt himself 

to technological change .Despite of the fact that the study of  Bowley and 

Schriver, (1970) has made a significant contribution in the field of T&D, 

According to him employees on a personal basis  gain individually from their 

exposure to educational experiences. On the same analogy Wiener and 

Attwood (1968) studies that management development programs seem to give 

participants a wider awareness and enlarged skill and enlighten altruistic 

philosophy and make enhanced personnel growth possible. Another study 

conducted by Sahgal and Shankar, (2003) study at Indian industries highlights 

that T&D has assumed a critical role is enabling Indian industries to manage 

competition and also playing a more active role in bridging skill gaps, arising 

out of obsolescence of technology, changing job requirement, induction of new 

recruits etc. According to Shivakumar, (2014) T&D helps organization to 

improve quality, increase productivity and enhance the range of productivity, 

just to survive in the competitive market. The study of Kumar and DDK, 

(2004) revealed that training and development is a potent tool in the hands of 

Indian industries which are passing through the toughest phase of cut throat 

competition. Sinha (2004) has made a study at entrepreneurs from Tripura and 
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identified that the T&D program had a significant positive effect in increasing 

personal effectiveness of the entrepreneurs. It was felt by majority of 

entrepreneurs that T&D program had increased their personal effectiveness 

such as awareness, self management, skills, autonomy, pro-activity, 

collaboration and creativity and also built up the confidence level of the 

participants so that they could create micro enterprise, have made a study at 

government departments and identified that training and development being 

one of the most popular and widely adopted method for ensuring learning in 

organization and play an important role in managing change in government 

ministries and department. Saiyadeen and Monappa, (2005) revealed that T&D 

in human relations was found necessary for tackling problems. The growing 

complexity of organizations has led to various human problems like alienation, 

inter personnel and inter-group problems 

iii. Training Need Assessment 

According to Reddy, (1993) before going into treatment of a patient, a doctor 

will always diagnose the illness. Thus the job of a trainer officer is to first 

identify what exactly are the training needs. Training Need is the gap between 

the present level of performance and the standard level of performance of the 

job. Training needs assessment (TNA) is a crucial element in any training 

endeavor. Training need analysis, the causes of the problem of deficiency in 

performance, establishes the impact being investigated and clarifies the various 

situations that must be treated if the problem is to be successfully solved 

(Laird, 1985). According to Durra (1990) training need assessment are done to 

gain understanding about the gap between what is happening and what ought to 

be happening. According to a Harvard business report, the most common 

mistake of the corporate training program is to take scatter short approach in 

training employee in subject with little or no relation to company‘s goals. A 

survey of the U.S  Bereau of  Natural Affairs Report that just 11% of the 

supervisors based  training assessment on an analysis of a personal needs, also 

only a 14% of the middle management level held that the selection of training 
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programs was based on person‘s needs. The experience in some of the 

enlightened Indian Enterprises (like Voltas, Larsen and Tabro and ACC) a little 

effort has been made towards developing productive and workable methods for 

analyzing training needs. Employees are sponsored for some training programs 

either as a ‗pleasure trip‘ or to keep the trouble makers out of the sight, or to 

reward blue eyed employees for extraneous conditions. There have been 

situations where training needs have been tailored to the ‗existing training 

courses‘ instead of tailoring the ‗training courses‖ to the ‗existing training 

needs‘. The facility as led to what is commonly termed as the training course, 

training needs syndrome (Ganeshan 1986, Lawande 1980, Sarkar 1978 and 

Sinha, 1984). 

As per the analysis of (Thayer, 1961) there are basic ways of identifying T&D 

needs. Firstly monitoring personnel flows, policy and  procedural changes and 

organizational operations; secondly, asking supervisors, managers or others 

about the T&D needs of their subordinates and thirdly accepting and analyzing 

training request from managers and others. These analyses provide answers to 

the following three basic questions; (a) where is training needed in the 

organization? (b) What must a trainee learn in order to perform his job 

effectively (c) who needs training and of what type?  Mc Ghee, (1961) has 

identified T&D needs into three types of analysis; organizational analysis, 

operational analysis, and man analysis. Organizational analysis centers depend 

primarily upon the determination of the organization‘s goals. The analysis of 

organizational goals, establishes the framework in which training needs can be 

more defined more clearly. Operational analysis focuses on the task or job, 

regardless of the employee doing the job. Man analysis, reviews the 

knowledge, attitudes or skills he must acquire and what alterations in his 

behavior, he must make if he is to contribute satisfactorily to the attainment of 

organizational objectives. Sen, (1995) has broadly categorized training 

programs in three major areas: (i) technical training (ii) non-technical training 

(iii) managerial training. Training of all categories can be provided by 



 
Review of Literature   

Department of Business & Financial Studies              75 
 

organizing training programs in or outside the organization. The organizations 

need to have better expertise and competencies in the area of training along 

with the essential infrastructural facilities. The organizations further need to 

hire professional trainers from outside market or conduct training programs 

externally when they are lacking in internal expertise. As per the opinion of 

Kumar (2004), the initial step in a systematic and scientific methods of training 

is to understand the job requirements in terms of the competencies requisite for 

the job. Dudley (1958), in his study highlighted that almost in 73% of the firms 

it is supervisor‘s recommendations that decide the needs for training and 

development, 58% on the bases of job requirements and only 32% on the bases 

of job-performance. Rudrabasavaraja (1969), conducted a study on 13 private 

sector companies and found that  in all 13 companies the training needs were 

determined on the basis of supervisory recommendations, job performance and 

job requirements, and also on the basis of employee suggestions.  The training 

can prove to be an effective tool in the hands of organization only if it is 

regarded as one of the most important interventions and is professionalized at a 

faster rate. 

iv. Career planning  

The career planning becomes an essential weapon for the organizations as 

HRD interventions do not merely focus on developing employees 

competencies to meet their present job requirements but their future expected 

jobs as well. Every individual joins the organization with some aspirations and 

expectations from the organization joined. In return the organization provides 

its employees with the congenial work environment conducive for their growth 

potentials. This mutual sharing of interests between organization and individual 

goes a long way to build the strong individual commitment to the organization 

(Neelankanil and vivek, 1991). Career planning is one of the crucial elements 

which contribute towards better HRD (Philip, 1987). 

Several studies have been undertaken in this regard and it has been found that 

career planning has a direct impact on the satisfaction of employees and the 
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performance of the organization. Prasannasai, (1989) has surveyed 57 Indian 

organizations and found that only 37 (67%) practice career planning as one of 

the HRD sub-system. In another study conducted by Bhardwaj and 

Khandelwal, (1993) in Indian tobacco company, (ITC) prepares career 

development for each of its employees and succession planning is a part of 

career in ITC. Dandekar, (1993) tried to modify the personnel policies of SBI 

to make it transparent in order to avoid any ambiguity thereby making the 

career path of the bank clear to the employees. According to Rao, (1999) who 

carried out a study in Indian oil corporation (IOC), it is merely the 

responsibility of the boss or reporting officer of an employee to assist him in 

identifying the best career opportunities and developing his career. Similarly a 

study carried out by khan, (2004) on career and life planning strategies for  

women executives in public, private and joint sectors in northern India resulted 

in that, it must be recognized that an individual can have several careers at 

different stages of their life. This is crucial for women executives because they 

too can avail different career paths and at different stages depending upon their 

orientation at that particular stage. The main crux lies in that every organization 

should encourage self- identification to find the path that best fits to ones career 

with a heart. The career planning was found to be highly influential in the 

developing of employee‘s potentials and improving their individual 

efficiencies, Singh, (1997). Priyadarshini and venkatpathy, (2005) did a study 

on HRD practices in the banking industry and found that, the top performing 

nationalized banks have the highest extent of career planning practices while 

they are followed by top performing private banks low performing, than the 

low performing nationalized banks followed by low performing private banks. 

Bhardwaj and Mishra, (2002) in their empirical study found that career 

planning system was favorably perceived and was referred to as the most 

frequently mentioned strengths of HRD practices in the sample study. 
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v. Potential Appraisal 

Performance appraisal has duality of objective evaluation of an employee in his 

present role and his development for doing in present job better way as well as 

to develop him for the higher order job. However, the performance of this 

higher – order job depends on his potential in the light of the requirements of 

the new job, and therefore, it is not necessary that an employee who is doing 

well in his present job will do equally with in a higher order job. Thus, to 

determine an employee‘s likelihood to succeed in the new job, potential 

appraisal is carried (Prasad, 2001). It is essential to search for people, within 

the organization, who have potentialities for accepting challenges and new job 

profile with job enrichment and job enlargement. Once these people are 

spotted, it is necessary to train them for future needs. Their aptitude for a 

particular kind of work, their vision, motivation, organizational commitment, 

loyality, technical capability, and their willingness and mental preparation to 

accept the specific type of task must be ascertained periodically so that the 

capabilities and preparedness of people to perform new roles and handle 

different sets of responsibilities can be determined. People with aptitude, 

willingness and commitment can be trained and developed for potential 

appraisal (Tripathi, 2000). 

The basic objective behind potential appraisal is to discuss with the individuals 

the ways and means through which he could realize his full potential and 

continue to grow in the organization. In an organization that believes in the 

multiplication and development of human resource through organized efforts, 

potential appraisal cannot remain in isolation. Pareek and Rao (1999) linked the 

potential appraisal system with the following sub-system of HRD. 

(i) Feedback and Counseling: - The potential appraisal system is linked 

with feedback and counseling because the individual whose potential is 

assessed should be total of the results of the assessment feedback should 

be given through counseling sessions. It should aim at helping the 
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individual to discover his strengths and weaknesses so that he would 

develop career ambitions that suit his potential. 

(ii) Training: - Appraisal systems should also provide training opportunities 

for developing the individual, regarding potential appraisal, wherever a 

sizeable number of employees have been found to lack certain common 

qualities, the training department may attempt to organize in company, 

programs to develop them. The training department should continuously 

analyses the potential appraisal data of the employees and design or 

sponsor for them training programs on the basis of this analysis. 

(iii) Job rotation: - In cases where the employees have been found to possess 

certain qualities, but do not have the opportunity to develop them, they 

may be put into jobs that would help this development. Job rotation can be 

planned on the basis of potential appraisal. The job rotation can aim at 

giving opportunities to an individual both to test out his potential and to 

develop his potential. 

(iv) Data storage: - Good maintenance of data will help in managing the 

human resources systematically. The data generated by the potential 

appraisal system should be stored in the individual files. This will help, 

whenever a vacancy arises, in identifying people having the required 

characteristics. In fact every organization should take steps to prepare a 

directory of qualities and maintain a profile for every individual on them. 

Potential appraisal data can be stored in computers in large organizations 

which have computerized data storage systems. It will be easier to locate 

individuals that are best suited for a given position, by feedback of the 

qualities required for that position to the computer. 

(v) Manpower planning: - In organizations that are expanding or that have a 

higher turnover, potential appraisal records help greatly in manpower 

planning when the organization requires more people to meet the 

expansion or other needs. The systematic records of the existing potential 
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help in utilizing the internal resources. More people from within the 

organization can be identified, and this raises the employee morale, some 

organizations have been very successful because of their systematic plan 

to take highly competent people at lower levels of the hierarchy and then 

to develop them to take high responsibilities and position later. 

Priyadarshini and Venkatapathy, (2005) in their study of the HRD practices in 

the banking industry found that ―the top performing nationalized banks have 

the highest extent of potential appraisal practiced while they are followed by 

top performing private banks, low performing normalized banks and low 

performing private banks.‖ Mattoo and Pervaiz, (2005) studied HRD climate in 

the hospitals and found that there is not any proper mechanism for identifying 

the potential among the employees. Yet in an another study of Bhardwaj and 

Mishra, (2002), they found the status of potential appraisal being perceived at a 

‗favorable‘ level. Shakeel, (1999) in his study on human resource development 

in universities found that the existing levels of ‗potential appraisal‘ in both the 

sample universities were perceived to be at very low degree. Alphonsa, (2000) 

in his findings from the empirical study on the HRD climate in a private 

hospital in Hyderabad indicated that the status of potential appraisal system in 

the hospital under study was perceived to be at a reasonably good level since 

the top management made efforts to identify and utilize the potential of the 

employees. In the study of 12 organizations,  Rao and Yadav (2001) found that 

there is no potential appraisal as a separate system in any of these companies it 

is a part of performance appraisal in a few of these companies. Pareek and Rao, 

(1981) while throwing light on PA, they contend that in Indian organizations 

mostly the normal practice is to promote people in view of their past 

experience. However, the same point of view is confirmed by long, (1985) in 

IPM survey about England as well. But past performance is not necessarily an 

indication of future potential. How and with what kind of information can 

future performance be predicted? In most of the Indian Organizations the 

performance appraisal is generally used to collect data to determine the 
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potential of the employee. Some organizations use separate form of potential 

assessment. One of the surveys of Rao, (1982) and Rao and Abraham, (1986) 

reveals that systematic potential appraisal is not followed in Indian 

Organizations. Similarly, one of the IPM surveys conducted in 1985 indicates 

that out 267 companies surveyed and studied, it was found that 117 companies 

use performance appraisal review form and 30 use separate forms of potential 

review. Rao, (1982) and Rao and Abraham (1986) in their survey indicate that 

potential appraisal is not practiced systematically in Indian Universities. 

Modak, (1996) conducted a survey on companies like Philips, Glaxo, and 

Cadbury. It has been found that the potential appraisal system is an integral part 

of the management development process and is also used for career planning in 

these organizations. According to him ―the potential to adopt to change market 

situations and the potential to assume responsibility for complex tasks and 

decisions have to be assessed early and continuously watched.‖ 

vi. Organization Development (OD) 

Organization development (OD) is a very potent HRD mechanism for all round 

growth of managers and organizations. It also concentrates on people 

dimensions like norms, values, attitudes, relationship, organizational climate, 

etc, which are very essential for any human being and for a person in a group in 

particular. The OD prevailing in most organizations in India is characterized by 

poor boss subordinate relationship, lack of team spirit and collaboration, 

employee, alienation, erosion of authority, low morale, inappropriate leadership 

style, interdepartmental distrust and rivalry, lack of trust and mutual ability 

among colleagues etc., (Mufeed, 2001). Here the intervention is applied to 

individual and groups and also to all levels of management and workers. It 

seeks to modify beliefs, assumptions, values, standards, and there by change 

the existing values of OD as identified by Robins, (1993) are: respect for 

people, trust and support, power equalization, confrontation and participation 

which aim at people‘s development. 
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A study of (Prasannasai, 1993) HRD practices in some Indian organizations 

shows that out of 57 organizations surveyed 51 organizations responded, out of 

those, 62% (34) of the organizations practice OD as one of the HRD activities. 

OD has gained much importance in the gamut of HRD activities in SBI 

(Dandekar, 1993). In L&T, OD activities are practiced since long back even 

before the introduction of integrated HRD system. It is very much in practice in 

EEC construction group of L&T, Jyoti Ltd, BHEL, SAIL and many more 

Indian organizations. In SAIL to bring a new work culture, OD intervention is 

being used as a major HRD initiative (Ramakrishnan and Nair, 1989).. 

Priyadarshini and Venkatapathy, (2003-2004) in their study on the impact of 

HRD OE in the banking industry found that the top performing private banks 

have a high score on OD practices when compared to other categories of banks. 

Yet a another study conducted by Priyadarshini and Venkatapathy, (2005) in 

their study of HRD practices in the banking industry found that ―the top 

performing banks have the highest extent of OD efforts practiced in the 

organization followed by the top performing nationalized banks, low 

performing nationalized banks and low performing private banks, Rao, Rao and 

Yadav, (2001) found that ―the HRD subsystems, however, have evolved and 

matured to a substantial degree, specially the performance management system, 

and training and development system. OD and feedback and counseling are in 

the next level of maturity.‖ 

Chattopadhyay and Pareek, (1982) have shown how OD was done in a 

voluntary organization having 188 members from 13 different geographical 

backgrounds, 8 countries, and 5 different parts of country. The total period of 

OD was 2 years. The steps involved in a whole period in voluntary 

organizations are (1) entry, (2)incubation period, (3) initial diagnosis, (4) 

intervention period, (5) the basic workshop, (6) organizational health survey, 

(7) interval resource development, (8) stabilization and termination. Another 

study conducted by (Bansal, 1991) in SAIL; according to him SAIL has 

adopted HRD as a basic philosophy of the organization. He concludes that 
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SAIL saw HRD as much more than a programme – as a philosophy which 

believed that in the development of people, there was long lasting advantage to 

the organization. SAIL adopted two OD interventions for the development of 

human resource and work-culture. They are: (1) Priorities for action and (2) 

Memorandum of understanding. Mathur, Dinesh and Chandrashekaran, (1979) 

study on alternative redesign of a work in government departments. Sinha, 

(1976) studied industry team building in a mining organization. Amongst OD 

interventions Meheshwari, (1980) has done pioneering work on MBO, Pareek, 

(1981) worked on process consultation. The conclusion of all study conducted 

by different authors that OD seeks to change vision, mission strategies, 

structure policies and procedures so that the organization can be better 

equipped to adopt itself with the changing environment. This will assist the 

organization to meet the ―strategic uncertainties‖ and become more innovative. 

b) HRD Mechanisms for Non-Managers 

Research studies indicate that HRD mechanism for non-managers has been 

attempted only in a limited way and that too is very recent past. In recent years 

the need for HRD mechanisms for non-managers has been echoed both by 

management executives as well as T&D experts. HRD mechanisms for non-

managers which play a very critical role for all round growth of companies, 

Research findings reveal that various organizations in India have made a 

significant headway in initiating and introducing HRD mechanisms like quality 

of work life, behavioral training, counseling, employee participation, quality 

circle, grievance mechanism, reward system, employee welfare, organization 

health survey at the work places and the results are satisfactory. However a 

very little had been done for the development of non-mangers in the area of 

HRD mechanisms. In the light of above mentioned discussion the most 

frequently used HRD mechanisms for non-managers are discussed as under. 
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i. Workers Participation in Management (WPM) 

The central theme of HRD approach is the development of the individual and 

the development of work groups. The emphasis has shifted from 

―maximization of performance‖ and ―compensation‖ towards ―employee 

potential awareness creation‖ and ―employee potential realization.‖ The focus 

is now on enhancing employee involvement in internalizing organizational 

objectives through vibrant HRD efforts in order to release the springs. The 

HRD approach therefore, postulates a proactive rather than a constrictive 

strategy. HRD without democratization will be an elitist concept and will 

ultimately contribute to the development of privileged groups in organizations, 

thus increasing the gap between the managerial and the working classes 

(Joseph, 1988). 

According to Rao TV(1987), participation can create a developmental climate 

conductive for better HRD. A developmental climate can be considered as 

consisting of a culture which supports; (1) pro-activity: Employees are action 

oriented willing to take the initiative and show a high degree of pro-activity, (2) 

openness and risk taking: Employees feel free to express their ideas and the 

organization is willing to take risks, experiment with new ideas and new ways 

of doing things, (3) Collaboration: Employees collaborate with each other and 

have a feeling of belonging to the same family and working for a common 

cause, (4) trust and authenticity: Employees, departments and groups trust 

each other and can be relied upon to do whatever they say they will do, (5) 

confrontation: Employees face problems and issues without hiding or 

avoiding them for fear of hurting each other,  and (6) autonomy: Employees 

have some freedom to act independently within the boundaries of their role. 

Mhetras, (1966) has suggested five levels of participation in decision making 

which range on a scale from minimum to maximum. These levels of 

participation are: (1) information participation, (2) consultative participation, 

(3) associative participation, (4) administrative participation, and (5) decisive 

participation. Since these levels of participation can indicate the extent of co- 
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determination in an organization they deserve attention. Various research 

works reveal that not much has been achieved yet by Indian organizations 

particularly by those which have embraced the participative management 

concept with all zeal and zest, the reason being that the scheme WPM is always 

pushed by statutory mechanism and to that extent is considered as coercion 

from the government. The overall dismal industrial relations and inter union 

rivalry has simply added to the problem further, the employees have mostly 

played safe. The inadequacy of government intervention has resulted in the 

failure of the institutions of Works Committees (WE) and Joint Management 

Councils (JMC). Research is evident that worker director scheme white-collar 

industry like banks has too not resulted in expected results in ensuring positive 

climate industrial relations. The schemes of participation of workers have been 

lacking experimentation aspect, thereby, could not make a head way except 

some recent experiences. In this regard, BHEL, TISCO, Indian Aluminum 

Company and Aluminum industries of Kundra, Steel Tubes of India, a small 

scale company, made a significant head way in initiating an experiment in 

democracy at the work place and the results were quite encouraging. 

Of the earliest studies in the area of workers participation, they have 

successfully shown that changes in attitude and behavior can more effectively 

be brought about through participation rather than by lecture or individual 

instruction. Lewin and his associates, (1947) conducted several studies to see 

the effect of participation on change in food habits. A group of housewives was 

lectured about the initiative value of three kinds of meat and another group was 

induced to participate in a program of diet change. The second group was 

induced to participate in the program of change without high pressure 

salesmanship. A follow-up study showed that only three percent of the women 

who were exposed to the lecture method served on the three meats, whereas of 

those who participated in the group discussion, 32 percent served one or the 

other meat to their families. A subsequent follow-up showed similar trend. 

Coeh and French, (1947) study was centered on women tailors worked in 
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Harwood Co. producing pajamas. The factory was facing problems of reduced 

production after transfer of its employees. An experiment was designed in 

which there were three degrees of participation: (1) no participation by 

employees in planning the changes though an explanation was provided; (2) 

total participation through representation of the workers in designing the 

changes to be made; and (3) total participators by all members of the group. 

The study fairly stated the resistance to change could be overcome by getting 

the people involved in the process of change and awareness of their personal 

gain in reducing disruptive job changes; more satisfaction with compensation, 

and greater willingness to stay in Harwood. 

Although there is ample evidence that participation does bring about a change 

in attitude and behavior, the persistence of change does not seem to show the 

same promise. In a longitudinal comparison, (Jai, 1974) pointed out a reversal 

in the participative management over a three year period. The study showed a 

definite increase in input (Physical, Personal facility and Personnel 

Competence), and output (quality and job satisfaction) of the employees of a 

hospital after the introduction of participative decision – making. However, a 

subsequent measure of the same variables after a period of three years revealed 

a significant reversal in the trend suggesting thereby a curvilinear relationship 

between participation and measure of its effectiveness. In a study by Mc 

Duffie, (1995) of 70 automobile plants representing 24 companies, the 

traditional mass production with a flexible production system that placed 

emphasis on people and their participation. The results revealed that quality 

and productivity were much higher in the flexible rather than in the mass 

production system. Mangaraj, (1999) in her study of human resource 

development system in Rourkela Steel Plant found that employees‘ 

participation, involvement and opportunities to express their viewpoints are 

quite successful in the sample study organization. 

The findings of the study conducted by (Dean, Paul and John 1992) illustrate 

the problem of irreconcilable cross – cultural differences in values and attitudes 
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from country to country. The study examined how one U.S multinational 

manufacturing company tried to implement participative decision making in its 

European Subsidiaries, and how managers and employees in three European 

countries reacted to the company‘s efforts. The company was hoping to 

implement participative decision  making programs in Europe that were similar 

to ones that had been successfully in the United States, but it got unexpected 

reactions from European managers and employees. Most Dutch managers felt 

that the prepackaged nature of a U.S efforts to improve participation by 

instituting work teams could actually hurt performance and motivation because 

the teams failed to take individual differences into account: several Dutch 

managers ―stated that the type of programmatic, formalized efforts favored by 

the American parent would not allow managers to encourage participation in 

way and at a pace that was consistent with their own styles or the needs of their 

subordinates. British managers have similar reservations about implementing 

the: American Approach‖ to team based participative management. 

Specifically, they were concerned that the program ignored individual 

differences in managerial styles and employee abilities. The British managers 

seemed threatened by the decision making authority the new work teams would 

have. Another study conducted by Dingra, (1972) on ―participation 

predisposition of public sector managers in BHEL‖. The results of the study 

showed that 9.5% of workers show positive view towards WPM, 38% of 

workers claim that WPM is ineffective, 23% of workers are not aware of WPM 

and remaining 29.5% of workers who are indifferent to WPM. The study 

showed that WPM has failed as a mechanism to improve commitment, interest, 

communication, productivity and sense of belongingness in public sector. 

ii. Reward System 

The procurement, development and retaining of employees have never been so 

important than today in most of the organization‘s worldwide. Companies are 

relentlessly searching for ways to retain their core employers. In many cases, 

the huge incentive and performance related pay systems have failed, and the 
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psychological contract between employees and employers in under the process 

of redefinition. To sustain the motivational level of employees, organizations 

must demonstrate to them a close link between performance and rewards 

(Anderson, 1997). The reward mechanism has become one of the important 

parts of the HR strategy. In country like India it assumes a central focus of the 

HRD mechanism. In India the aggregate wage bill of 100 large companies 

having turnover of more that Rs. 300 crores in 1998-99 has increased by 13.2 

percent from Rs. 8,344 crores in 1997-98 to Rs. 9,447. Even companies like 

Tata Steel, TELCO, Grasim, Associated cement, Reliance, Mahindra and 

Mahindra, Century Textiles, Voltas and Eveready among others have failed to 

check the rise in their wage cost. Companies like Sony, Glaxo, Merck, 3M, 

Four Seasons, Airborne, Roadway, Home Depart in these organizations, reward 

system plays a critical role and focuses more on the primary contact of 

employees with customers to reinforce employee networking, communication 

and relationship–building with the customer to enhance the degree of 

customization (Beaty and Schneier, 1997). The reward system adopted to 

reinforce the right kind of HR managers in this regard.  In fact, for retaining 

good people, the reward decisions have become central to many companies 

businesses and they are concerned less about acquiring physical resources and 

more about how their human resources can efficiently exploit them, ―is the 

view expressed by Richard Walker, who has recently written a report on 

Motivating and Rewarding Managers‖ for the EIU, a sister company of the 

Economist. Albert Knab, head of compensation and rewards at the stullgart 

offices of Daimler Chrysler, a company which is going through a cultural 

change, also opines that ―reward and compensation policy is central to 

supporting the company culture‖ (The Economist, 1999).   

Thomsen and Hoest, (2001) conducted a study in four Danish Service firms to 

track employees perception of development needs. The study indicates that 

working with a wide spectrum of reward possibilities will exert a positive 

influence on the development of employees. In another study Sahraoui, (2002) 
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found that reward attributes like fairness, group reward, and openness have 

significant impact of IT planning effectiveness, by increasing the level 

utilization of knowledge workers knowledge. The reward system used in this 

study has been developed by keeping IT planning effectiveness in view. The 

sample of the study consisted of university Students. Khan, (200) in his study 

has concluded that in the present business scenario, where HR managers are 

forced to be actively involved in the management of cultural change, system 

and structure, relationship, politics, information, and new learning, the 

management of performance and reward is central for attracting, developing, 

retaining and motivating employees. Mishra and Khurana, (2005), study on 

information technology industry. A total of 213 respondents were randomly 

selected from 10 IT organizations. They recognize three reward factors. Factor 

one represents rewarding innovation which includes risk taking, learning new 

skills, individuals brand equity of organization. So in order to make an 

individual pass through this innovation phase an organization needs to have 

proper reward system. The second factor represents competency based reward 

system. A successful competency based reward system can incorporate policies 

such as proper reward and recognition of knowledge, skills pay at par with 

relative contribution, transparent designing of reward and so on. Factor three is 

labeled as open and fair payment. This factor allows employees a better 

understanding of reward mechanism in their organizations. This helps 

consistency in payment and decentralized decision making. 

Another study conducted by Singh and Singh, (1991) in banking sector of 

Amritsar, Gurdaspur and KshitriyaGramin. They concluded that reward play an 

important role in managing human resources in banking sector. Use of variety 

of rewards modes help a great deal in motivation for high performance. If those 

who work hard and are high performances are not rewarded, after some time, 

they may start comparing themselves with low performers and may want to be 

like them, bringing the performance level of organization down. This aspect of 

HRD has been neglected by these banks. Appreciation, giving higher 
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responsibility, transfer to better place and announcement of names of good 

performers types of rewards are given in the banking sector but the employees 

consider them insignificant. Sr. Alphonsa, (2002) in empirical findings of study 

on HRD climate in private Hospital in Hyderabad indicated that ‗the status of 

reward mechanism in the hospital was perceived at moderate level by the 

respondents‘. It seems that public sector undertakings suffer from government 

sector syndrome since research studies suggest that the situation there is 

antithesis to that in the private sector. Yet a another study conducted by Mc 

Duffie, (1995) of 70 automobile plants representing 24 companies, the results 

of the study revealed that quality and productivity were much higher in the 

flexible rather than in the mass production system and the two systems differed 

substantially on how they managed their people in terms of among other things 

with emphasis on performance related compensation. In many organizations it 

is not used as a mechanism of development. From the above review it can be 

understood that the success of a reward system depends to a great deal on the 

attitudes of the managers in creating a high degree of commitment, 

involvement and cooperation among employees. It has to ensure that 

employees‘ contribution and performance are rewarded accordingly, and is 

aligned with other people policies, practices, and programs towards developing 

the organizational capability and competency for achieving the objectives and 

goals of the firm. 

iii. Grievance Mechanism 

Efficient grievance management is an important and integral part of the human 

resource management. A grievance is a sign of employee‘s discontent with job 

and its nature. The employee has got certain aspirations of expectations which 

he thinks must be fulfilled by the organization where he is working. When the 

organization fails to satisfy the employee needs, he develops a feeling of 

discontent or dissatisfaction. Thus, grievance is caused due to the difference 

between the employee expectation and management practice (Rao, 1997). 

From a study conducted by Shekher, (1968) the following areas were causes of 
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employee grievances: promotions, amenities, continuity of service, 

compensation, disciplinary action, fines, increments, leave, medical benefits, 

nature of job, payment, acting promotion, recovery of dues, safety appliances, 

superannuation and supersession, transfer, victimization and condition of work. 

According to his study, he found that policy issues relation to hours of work, 

incentives, wages, DA and hours are beyond the scope of the grievance 

procedure. On the same analogy the International Labor Organization (ILO) 

classifies a grievance as a complaint of one or more workers with respect to 

wage and allowances, condition of work and interpretations of service 

stipulations, covering such areas as overtime, leave, transfer, promotion, 

seniority, job assignment and termination of service. The National Commission 

of Labor, (1969) states that ―complaints affecting one or more individual 

workers in respect of their wage payments, overtime, leave, transfer, 

promotion, seniority, work assignment and discharges would constitute 

grievances.‖ Calhoon, (1972) shows that grievances exists in the minds of the 

individuals, are produced and dissipates by situations, are fostered or healed by 

group pressures, are adjusted or made worse by supervisors, and are nourished 

or dissolved by the climate in the organization which is affected by all the 

above factors and by the management. U.S Department, (1943) of labor has 

worked out typical grievances and common causes for the same working 

culture, industrial climate and per capital income of Indian workers are much 

different from that of USA. Hence these findings may not be fully applicable to 

India. US study identified the classification of grievances which in many 

respects, are also applicable in India; wage grievances, supervision, working 

conditions, seniority and promotion and transfers, discipline, collective 

bargaining and management relations. 

In a survey conducted in India as reported by Rudrabasavaraj, (1991) analysis 

of causes of grievances is ranked in the following order: Problems related to 

housing and accommodation to be 23%, Problems on medical treatment and 
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ESI coverage to be 21%, Problems on leave= 8%, Problems on retirement=8%, 

Problems on financial nature = 7% Problems on transfer = 1%. 

Nair and Nair (1999) identified the root cause of grievances in the Indian 

organization, under the following three dimensions: (1) Organizational aspect, 

(2) Informational aspect, and (3) Human aspect. In an another  study conducted 

by (Gibbs and Lach, 1994), the results of the study regarding gender 

differences in disputes and dispute resolution, provides some food for thought. 

The study focused on male and female clerical workers disputes over tasks and 

interpersonal treatment and involved 34 in-depth interviews with 23 women 

and 11 men clerical workers in unionized and nonunionized firms. The 

researchers draw three conclusions from their study. (1) There are gender 

differences in the origins of workplace problems and disputes, (2) more women 

generally described how difficult it was to resolve personality conflicts through 

formalized channels, and (3) given the above, workplace grievance resolution 

procedures may actually constrain women‘s abilities to succeed at work. 

Organisational Citizenship Behavior 

The Taylor‘s scientific management system during the industrial age was 

totally concerned to to increase productivity through their manual workers. The 

core of this management system was stringent top down hierarchy and rigid 

minute division of labor with preset methods of doing each and every work 

(warner, 1994, Caldari, 2007). With the pradagim shift from an industrial age 

to fullfledged information based era (Teo, Lakhani, Brown, & Malmi, 2008), 

for a long, the interest of management scientists has been studying the peoples 

behaviors at work places. Drucker (1994), summarized the difference between 

these two eras as, ―the most important, and indeed the truly unique. The 

contribution of management in the 20th century was the fifty-fold increase in 

the productivity of the manual worker in manufacturing. The most important 

contribution management needs to make in the 21st century is similarly to 

increase the productivity of knowledge work and knowledge workers. The 

most valuable asset of a 20th century company was its production equipment 
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while the most valuable asset of a 21st century institution is its knowledge 

workers and their productivity." 

According to Davenport, (2005) in today‘s knowledge-based economy 

organizations have acknowledged that the firms with the highest degree and 

quality of knowledge work are the ones that grow up very rapidly and create 

more earnings. Therefore, it can be concluded that, In today‘s world 

organizations growth prospects greatly depend on their knowledge workers 

because knowledge workers can generate the information, extract meaning 

from it, and create solutions and address complex problems consequently. 

Therefore, from an employment relations perspective, it calls upon to address 

the factors that affect knowledge workers and their respective performances.  

In the year 1964, Katz recognized in-role and extra-role behaviors, the two 

dimensions of individual performance. And he defined these in-role 

performance behaviors as a set of limited number of assigned roles prescribed 

by the organizational protocols. Such kinds of behaviors are role specific and 

are mentioned in job description of an individual. Whereas, extra-role 

behaviors on the other hand, are defined as the behaviors that are not 

mentioned in the job descriptions and may be similar across jobs, and serve the 

accomplishment of organizational goals. Although, encircling employees 

around some specific roles for each job reduces their variability and increases 

certainty of the quality and quantity of the performance. However, employees 

should be encouraged to engage in spontaneous and innovative behaviors that 

goes beyond the call of formal duties, may help the organizations to survive 

even in stern environment. Katz and Kahn (1966) stated that, ―organizational 

well-functioning heavily depends on extra-role behaviors‖, therefore, managers 

need employees who are ready to go ahead of job roles as prescribed in the 

work contracts. As it is a well known fact that, organizations can‘t foresee all 

contingencies within its operations, nor can anticipate environmental changes 

accurately, and neither can control human variability perfectly. Therefore, ―an 

organization which depends solely upon its outlined behaviors is a very fragile 
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social system‖ (Katz, 1964). The employees who contribute effectively to 

organizational functioning by engaging themselves in extra-role behaviors such 

as helping a new co-worker or one having heavy workloads, voluntarily 

attending and actively participating in unit meetings, paying attention to self 

development to become flexible and versatile in terms of tasks that can be 

performed, and not complaining about petty problems are very much needed 

for today‘s organizational survival and effectiveness. Furthermore, today‘s 

modern organizations which operate on work structures that are team-oriented 

and self-governing rather than individualized and centrally controlled are in 

high need of cooperation and trust among employees (Ilgen & Pulakos, 1999). 

Increased emphasis on customer service means employees must extend more 

interpersonal effort toward customers, as well as representing the organization 

favorably to current and potential customers calls upon for more cooperation 

between organization members. As ―jobs‖ have become a less relevant concept, 

replaced by fields of work or dynamic task force structures, employee 

adaptability and a willingness to engage in self-development to help the 

organization to with stand competitive becomes more and more important 

(Borman&Motowidlo, 1997). Vardi and Weitz (2004) illustrated three facets of 

organizational behaviour which are compliance, misbehavior and citizenship 

behavior. Where, Compliance is defined as ―working to the rule‖. Misbehavior 

is defined as such acts and actions of employees which intentionally violate the 

rules of an organization. Specifically organizations look for Organizational 

Citizenship Behaviors, which was first introduced by Dennis Organ and his 

colleagues in year 1983, as the behaviors that lubricates the social machinery of 

the organization and labeled the employees who engage in such behaviors as 

―good citizens‖. Pointing out the relevance of ―good soldiers‖ for the good 

organizational functioning, Organ in 1988, originally defined OCB‘s as 

―individual behavior that is discretionary not directly or explicitly functioning 

of the organization. By discretionary, he meant that behavior which is not an 

enforceable requirement of the role or the job description, that is, the clearly 
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specifiable terms of the person‘s employment contract with the organization 

recognized by the formal reward system, and in the aggregate promotes the 

effective; the behavior is rather a matter of personal choice, such that its 

omission is not generally understood as punishable.‖ Furthermore, winning 

organizations have employees who go ahead of their prescribed job 

responsibilities and freely donate their time and energy to succeed at the 

assigned job tasks. Such behaviors are neither prescribed nor required, yet it 

contributes to the smooth functioning of an organization (Jahangir et al., 2004). 

Jacqueline et al. (2004) referred OCB as an extra-role behavior, that is, it is any 

behavior not officially required by the organization, and rather, its practice 

depends solely on the consent of employees as a consequence of the 

organizational environment. There is common consensus about this particular 

field that OCB addresses silent behaviors for organizational enterprises 

(Barbuto et al., 2001). According to Podsakoff et al. (2000), organizational 

citizenship behavior tends to maximize the overall organizational performance. 

Understanding the concept of organizational citizenship behavior and its 

related aspects can help human resource managers to analyze what kind of 

environment to provide their employees, and also what motivates and satisfies 

them to demonstrate such behaviors. The Current organizational research 

studying citizenship behavior put forward that (1) individual extra-role actions 

can be distinguished from in-role actions and (2) these extra-role behavior 

distinctions are important to organizational employees and managers (Van 

Dyne & LePine, 1998). However, the Organ‘s definition has been criticized by 

several researchers (e.g., Morrison, 1994; van Dyne, 1994; Lam et al., 1999). 

The bases for their criticism includes the following: (a) the frontiers between 

in-role and extra-role behavior are frequently blurred; (b) the roles evolve and 

their contents are not fixed; (c) in many organizations, the behaviors frequently 

taken as extra-role are in fact required and rewarded; (d) employees often 

display OCB to manage positive impressions (Bolino, 1999) and to earn good 

rewards (e.g higher scores on performance evaluations) from their supervisors 



 
Review of Literature   

Department of Business & Financial Studies              95 
 

and organizations; (e) what is taken as in-role by a supervisor can be seen as 

extra-role by another. Organ (1997) himself accepted these criticisms as 

significant, and argued that there is a need to rethink the nature of OCB. 

However, he modified this definition as ―performance that supports the social 

and psychological environment in which task performance takes place‖. The 

advantage of this revised definition is considered to be that (a) it maintains the 

distinction that has been empirically found to exist between task performance 

and OCBs (MacKenzie, Podsakoff, & Fetter, 1991; Motowidlo & Van Scotter, 

1994; Rotundo & Sackett, 2002), (b) is more consistent with Borman and 

Motowidlo‘s (1993) definition of contextual performance, and (c) removes 

some of the complexity with viewing OCBs as discretionary behavior for 

which an individual might not receive formal rewards. This redefinition of 

Organ targeted at two specificities of OCB, when compared with ―task 

performance‖ (Borman & Motowidlo, 1993, 1997) and in-role behavior: (1) In 

relation with task performance, OCB is less likely to be considered as an 

enforceable job requirement; (2) OCB is less likely than task performance to be 

regarded by the employee as leading to systemic rewards.  All the definitions of 

OCB are having one common theme for interest and that is they are expected to 

be positively related to enhance organizational effectiveness. The debate is still 

in open, and one may expect that it will remain so for some time. As Organ 

(1997) suggested, the ‗job‘ is a social artifact and no longer the best way to 

organize work. Formal job descriptions are increasingly less frequent, and 

those still written ―are couched in increasing levels of abstractions and 

generalities. The job will be whatever is required in the person‘s workplace. To 

the extent this occurs, OCB would have been defined away, because anything 

that is needed from the person in order to contribute would have been part of 

the job.‖ Today‘s organizations could not continue to exist or prosper in such 

competitive environment without their human resources behaving as good 

citizens by engaging themselves in all sorts of such demanding behaviors. 

Because of its importance for all organizations, understanding the nature and 
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causes of OCB has long been a high priority for organizational scholars 

(Organ, 1988). Organ (1988) argued that OCB is held to be key factor for the 

survival of any organization. Organ further elaborated that organizational 

citizenship behavior has a potential to maximize the efficiency and productivity 

of both the employees and the organization which is likely to contribute to the 

effective functioning of an organization. Prominent organizational researchers 

supported Organ‘s belief regarding the importance of OCB for its contribution 

towards organizational effectiveness (George & Brief, 1992). Furthermore, it is 

widely accepted that, organizational citizenship behaviors have an 

accumulative encouraging effect on organizational functioning (Wagner & 

Rush, 2000). 

Although the topic of OCBs and its related concepts initially did not got the 

attention in the field of research, as only 13 papers were published on this topic 

during the six-year period from 1983 to 1988, more than 122 papers (almost a 

ten-fold increase) have been published during the comparable six-year period 

from 1993 to 1998. However, after this time period, interest in citizenship 

behaviors expanded from the field of organizational behavior to a variety of 

distinct domains and disciplines, including human resource management (cf. 

Borman & Motowidlo, 1993; Murphy & Shiarella, 1997; Podsakoff, 

MacKenzie, & Hui, 1993), marketing (cf. Bettencourt & Brown, 1997; Kelley 

& Hoffman, 1997; MacKenzie, Podsakoff, & Fetter, 1993; MacKenzie, 

Podsakoff, & Ahearne, 1998; MacKenzie, Podsakoff, & Paine, 1999; 

Netemeyer, Bowles, MacKee, & McMur- rian, 1997; Podsakoff & MacKenzie, 

1994), hospital and health administration (cf. Bolon, 1997; Organ, 1990b), 

community psychology (cf. Burroughs & Eby, 1998), industrial and labor law 

(cf. Cappelli & Rogovsky, 1998), strategic management (cf. Kim & 

Mauborgne, 1993, 1998), international management (cf. Chen, Hui, & Sego, 

1998; Farh, Earley, & Lin, 1997; Farh, Podsakoff, & Organ, 1990; Hui, Law, & 

Chen, 1999; Kim & Mauborgne, 1996), military psychology (cf. Deluga, 

1995), economics (cf. Tomer, 1998), and leadership (cf. Podsakoff & 
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MacKenzie, 1995; Podsakoff, MacKenzie & Bommer, 1996a, 1996b; 

Podsakoff, MacKenzie, Moorman, & Fetter, 1990). Furthermore, even though 

the dramatic growth of research on OCB in above mentioned disciplines was 

found to be healthy for research, but one unfortunate outcome of this 

diversification is that it has become increasingly difficult for all but the most 

avid readers to keep up with developments in the literature. Moreover, as 

interest in OCBs continues to expand to other disciplines (e.g., marketing, 

hospital and health administration, community psychology, economics, and 

military psychology) it will become even more difficult to keep up with the 

theoretical and empirical developments in this area, and to assimilate the 

literature into a coherent whole Podsakoff (2000). 

Despite rapid growth in theory and research of OCB undoubtedly has been 

gratifying to those interested in organizational citizenship behavior, but there 

has been some unfortunate consequences as well, for example, Van Dyne et al. 

(1995) have noted that much of the empirical research on organizational 

citizenship behavior, and the related concepts of pro-social organizational 

behavior and organizational spontaneity, has focused more on what Schwab 

(1980) called substantive validity, rather than on construct validity. That is, the 

literature has focused more on understanding the relationships between 

organizational citizenship and other constructs, rather than focusing on the 

nature of citizenship behavior. 

OCB and its Roots 

The following part of this chapter will present the basic foundation of OCB 

within organizational theory. 

Although the history of OCB is not so old, its roots can be traced back to 

Barnard (1938), who drafted out that in order to achieve organizational goals, 

employees should be willing to contribute efforts to the cooperative system, 

Roethlisberger and Dickson‘s (1939) ―informal collaboration‖ and Katz (1964) 
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and Katz and Kahn (1966 and 1978) distinction between dependable role 

performance and ―innovative and spontaneous behaviors‖.  

Contribution of Barnard and the Hawthorne Studies 

Barnard‘s view of an organization was different from the theories of other 

researchers at that time, and paid more emphasis on the formal structure and 

control of organizations. The Chester Barnard in the Functions of the Executive 

claimed that, economic explanations of organizational functioning were 

overstated and social explanations were neglected. The theories so effectively 

constructed at that time depressed the interest in the specific social processes 

within which economic factors are merely one phase, and greatly 

overemphasized economic interests (Barnard, 1938 and 1968). He introduced 

five social factors in his description and examination of cooperation within 

business organizations: 

 Interactions between individuals. 

 Interactions between an individual and a group. 

 The individual as the object of cooperative behavior influences. 

 Social purpose and effectiveness of cooperation. 

 Individual motives and cooperative efficiency. 

Four of these factors served as precursors to research perspectives concerning 

the modern concept of OCB, while the remaining factor referred to issues of 

executive influences on individual cooperation. Social purpose will become 

primarily important later when the theoretical presentation of values and beliefs 

regarding proper social norms is introduced in the description of social contract 

theory. It is interesting to note that Barnard examined and noticed the ideas of 

human cooperation from various perspectives and considered how these views 

might fit into his theory of organizations. Barnard emphasized that his theory 

of formal organizations ―is always an impersonal system of coordinated human 

efforts, always there is purpose as the coordinating and unifying principle‖ 
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(1938/1968). His opinion on the advantages of cooperative efforts versus 

competition in the context of telephone service monopolies provided an 

economic argument regarding the link between cooperation and business 

efficiency. A vigilant reading of Barnard suggests that his use of terms like 

cooperation and mutuality of interests within organizations may have quite 

different meanings for business executives versus employees. Barnard‘s 

perspective reflected his affiliation with his intellectual colleagues at the 

Harvard Graduate School of Business, at that time the center of articulation 

regarding the newly emerging management class. 

Cooperation for Barnard did not mean a two-way street where the employee‘s 

perspectives or their vocal participation were taken into account. Instead, 

individual employee cooperation was important in order to achieve legitimacy 

for management‘s leadership of organizations. Cooperation often meant 

indirect managerial control of employee behavior using the new ideas and 

techniques then being developed by the academic social sciences. Barnard‘s 

description of the new idea of the informal organization was based on his view 

that ―Group interaction creates a network of values, perceptions, and 

expectations that are transmitted to group members in the form of expected 

behaviors through roles‖ (Scott, 1992). These behaviors are learned through 

social norms and ideas. While the practice of democracy did not exist in most 

formal business organizations, Barnard argued that democratic behaviors 

would be found in the informal organization of large and small work groups. 

Barnard described and discussed activities of informal organization within and 

between work groups. Informal organizations existed adjacent to the more 

formal organization directly subject to the control of executives and managers. 

He argued that the ―willingness of persons to contribute efforts to the 

cooperative system is indispensable‖. (Barnard 1938). According to Him ‗the 

willingness to contribute‘, went beyond the execution of specified functions in 

exchange for contractual compensation. In order to make the organization 

work, as a cooperative system, every participant is required to behave in a 
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certain way and to show some commitment. It results in a shared understanding 

that these spontaneous contributions of every single member result in a benefit 

for the whole organization. The term ―willingness‖ points out in a clear manner 

that authority cannot enforce this kind of behavior, it is up to the participants to 

contribute to the community or not. (Barnard, (1938), as cited in research 

article of Organ, Podsakoff and MacKenzie, 2006), the essence of the term 

―willingness‖, as well as its determinants shows similarities to the latterly 

developed concept of OCB and its determinants. Barnard saw the roots of the 

willingness to cooperate in the general satisfaction of a person and the 

compatibility of the person. The executive‘s function was to maintain this 

cooperative effort. Summing up, Barnard noted that, spontaneous contributions 

beyond contractual obligations are of vital necessity for an organization as a 

cooperative construct. (Barnard 1938, as cited in Organ, Podsakoff and 

MacKenzie 2006), If one compares the nature of both OCB, defined by Organ 

(1988), and the so called ―willingness to cooperate‖, defined by Barnard 

(1983), it is clear that both types of behavior are voluntary ones. This 

voluntariness, which is the essence of Barnard‘s ―willingness to cooperate‖, 

was what Organ called ―discretionary behavior‖ half a century later, when he 

described the concept of OCB. 

Contribution of Roethlisberger & Dickson 

The OCB is described in the chronicle of Hawthorne studies by Roethlisberger 

& Dickson, (1939-1964). For example, in Western Electric Hawthorne Works 

the ―bank wiring room‖ experiment, which was at that time the biggest 

production plant, studied the effects of small group behavior on work 

productivity (Mayo, 1933). ―This research was an empirical foundation for the 

concepts of the informal organization and group culture in management 

theory‖, (Scott, 1992). From interviews with twenty thousand employees 

conducted by more than thirty interviewers among them Roethlisberger & 

Dickson, during the 1924 through 1932 period of the Hawthorne studies 

(Schwartzman, 1993), first experiments intended to establish a relationship 
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between illuminations and productivity. Another series of experiments had 

found out about the effects of rest, pauses and schedules of work, followed by 

studies, which concentrated on the factors of work-satisfaction.the last study, 

the so called BWOR-study examined the influence of team work on 

performance. The Hawthorne studies represented a new era, as they found out 

that leadership has to focus not only on efficiency and effectiveness in an 

economic sense, but has to take into account socio-psychological conditions of 

leadership as well. The results of the Hawthorne studies made clear that besides 

technical processes, especially social dynamics, as well as appreciation of work 

and acceptance doubtlessly affect productivity. (Heinrich 2002, In: Kasper and 

Mayrhofer 2002). 

Summing up the results the researchers, who conducted the Hawthorne studies, 

found that increases in productivity did not only depend on the arrangement of 

pauses, hours of work or favorable working conditions. Instead, changes in 

supervisory treatment and unpredictable cooperation within the working groups 

seemed to have a strong influence on performance too. (Organ, Podsakoff and 

MacKenzie, 2006). The idea was developed that employee sentiments from 

values, beliefs, and attitudes- were consequential to help define and understand 

the functioning of formal organizations. Roethlisberger and Dickson provided 

in their work ―Management and the worker‖ (1939) a coherent picture of all the 

studies involved in the Hawthorne studies and interpreted the results with 

reference to behavioral science. The Hawthorne study researchers found that 

organizations simultaneously possess both formal and informal rules and tacit 

ways of accomplishing productive work. Roethlisberger & Dickson (1939-

1964) stated that ―Much collaboration exists at an informal level, and it 

sometimes facilitates the functioning of the formal organization.‖ The 

distinction is that organizations are formal when employees have explicit 

activities to perform; organizations are informal when employees must 

negotiate with one another on a continual basis to understand, interpret, and 

accomplish their work tasks. The first one was marked by the system of rules 
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and policies regulating the workers‘ tasks, the latter one described the informal 

differentiation and integration of the individuals. The informal system should 

not be misinterpreted as a construct opposing the formal organization; it should 

rather be understood as a necessary condition for collaboration making the 

formal organization work better. A similarity to the concept of OCB was found 

in the interpretation of the ―informal collaboration‖, which is a system of 

unpredictable cooperation within individuals that ensures a better functioning 

of the formal organization. Another similarity of this concept of collaboration 

and OCB can be seen in the way job satisfaction seems to have an effect on 

both types of behavior. Roethlisberger and Dickson- just like researchers on 

OCB- concluded that the quality of collaboration is positively linked to job 

satisfaction. Thus, co-workers in a good mood collaborate in a way that goes 

beyond the formal level required, (source: Organ, Podsakoff and MacKenzie 

2006).  It is evident from early management scholars that voluntary cooperative 

behaviors were considered beneficial for the achievement of organizational 

objectives. Summing up, both the commitment beyond formal job 

requirements, described in the concept of OCB, and the so-called ―informal 

collaboration‖ positively contribute to the organization‘s performance. Just like 

―the willingness to cooperate‖ described by Barnard (1938), Roethlisberger and 

Dickson‘s (1939) ―informal collaboration‖ can be seen as one possible root of 

OCB. However, they did not yet have the research tools for precise 

measurement of cooperative behaviors. Thereby, requiring Katz‘s (1964), a 

theory of organizational role behavior in providing the necessary conceptual 

framework. 

Katz and Kahn’s Contribution 

Every organization to survive and function, focus well over three things: 

(i) They want the employees to carry out their assigned role requirements, (ii) 

they want to retain employees within their system, and (iii) they want their 

employees to demonstrate innovative and spontaneous activities that are 

beyond their role requirements (Katz, 1964). There may be situations, such as 
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change in organizational environment, variability in human resource, and 

different conditions related to the operations, which cannot be foreseen by the 

organization and thus actions may not be taken against them. Therefore, 

innovative and spontaneous behaviors are needed to overcome such 

circumstances and keep on functioning effectively. In order to highlight the 

importance of such behaviors he stated that ―If the system were t-o follow the 

letter of the law according to job descriptions and protocol, it would soon grind 

a halt‖ (Katz, 1964). Smith and associates (1983) focused on the last type of 

behavior that Katz depicted as ―innovative and spontaneous activity‖ and 

defined them as ―actions not specified by role prescriptions which nevertheless 

facilitate the accomplishment of organizational goals‖. In present competitive 

environments, for organizations to operate effectively and successfully the third 

requirement of Katz is extremely important that is organizations need to have 

employees who are willing to perform ―beyond the call of duty‖ (called extra-

role behavior by Morrison, 1994) and not only limit themselves to their 

formally assigned specific technical job aspects (called in-role behavior by 

Morrison, 1994). Barnard (1934) and Katz and Kahn (1978) also advocate the 

need for organizations to have employees that are willing to exceed their 

formal job requirements. No doubt on daily basis every department, unit, 

organization and industry operates on multitude of such acts of cooperation, 

helpfulness, suggestions, selflessness, and other behaviors that researchers refer 

to as ―organizational citizenship behavior (OCB)‖ (Podsakoff, MacKenzie, 

Paine, & Bachrach, 2000; Organ, 1988; Bateman & Organ, 1983). Katz and 

Kahn (1966) emphasized a key issue for this discussion-the distinction between 

various motivations that influence behaviors that is in part dependent on the 

system design and application of compensation and rewards. 

Organizations provide specific rewards to individuals based upon membership 

without regard to specific in-role actions. Organizations also specifically 

compensate and reward individuals for performing in-role behaviors. However, 

there is the potential problem that the instrumental pursuit of explicit rewards 
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can ignore, or even run counter to other, perhaps tacit, extra-role behaviors that 

could be indispensable for the achievement of organizational goals. Katz & 

Kahn (1966) suggested that system-wide compensation incentives might not 

lead to increases of desired in-role behaviors; however, they also made the 

conflicting statement that system rewards could be designed to increase 

cooperative behaviors among organizational members if all could benefit from 

cooperative accomplishments. A major problem with these ideas is that 

employees are assumed to respond equally to various change interventions 

designed around organizational motivation and compensation systems. 

Contemporary Justifications for Organizational Cooperation 

The importance of cooperation within organizations can also be justified with 

the increasing complexity of job roles in an economy with growing demands 

for service orientations and ever-increasing requirements for technological 

competence. It is becoming more hard and difficult for business organizations 

to completely specify all work behaviors expected in formal job description. 

One illustration involves the billion-dollar company ‗W. L. Gore & Associates‘ 

that emphasizes product innovation and the encouragement of a creative 

workplace. Gore‘s basic corporate principles listed below are intertwined with 

many of the dimensions that serve to describe OCB performance: 

 Fairness to each other and everyone with whom we come in contact 

with. 

 Freedoms to encourage, help, and allow other associates to grow in 

knowledge, skill, and scope of responsibility. 

 The ability to make ones‘ own commitments and keep them. 

 Consultation with other associates before taking actions that could 

impact the reputation of the company by hitting it ‗below the waterline‘. 

(www.gore.com, 1998). 
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At a more theoretical level, another example would be the incomplete contract 

problem in economics. This problem, which states that an initial economic 

contract incompletely describes both parties responsibilities in relation to 

contracts between firms (Hart, 1991; Williamson 1985, 1990). This idea could 

be applied to OCB in order to help understand the importance of individual 

extra-role behavior within organizations. Williamson (1990) stated that because 

of bounded rationality (Simon, 1957) in organizational behavior ―all complex 

contracts are unavoidably incomplete‖. As formal job roles and descriptions in 

the global and service economy become less specific and fixed, opportunities 

and demands for increasing organizational citizenship behavior could become 

more desired and consequential for business organizations (Borman & 

Motowidlo, 1997). Citizenship behavior may in fact describe one important 

component of ―the organizational advantage‖ (Nahapiet & Ghoshal, 1998) that 

permits organizations to successfully accomplish massive and complex goal.  

Leader-Member Exchange Theory (LMX) 

There are some more theories that share some common points with OCB. One 

of them is the Leader-Member Exchange Theory (LMX), which analyzes 

leadership types that are suggested to result in a certain kind of behavior of the 

group members. The members‘ behaviors seem to reflect the way they are 

managed. In contrast, there are also exchange theories which describe the 

relation the other way round, thus the leader behavior becomes a function of 

subordinate behavior (e.g., Lowin and Craig 1968 and Greene 1975). In 

reference to OCB, the LMX theory includes also some sort of extra-role 

contributions offered by the employees in exchange for extra-offers from the 

leader. (Organ, Podsakoff and MacKenzie 2006) Even though there might be 

some factors of OCB included in the extra-role contributions of the LMX 

theory, Aykler (2010), argue that the motives behind such behaviors are 

different.  As per OCBs definition unrewarded, the dominant motive for OCB 

subsequently cannot be any kind of material compensation. LMW theory 

describes behavior in the context of exchange, thus as a reaction to the behavior 
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of someone else. As soon as there is some sort of compensation, the motives 

behind the extra-role behavior might change from a selfless other-oriented to a 

kind of ―give and take‖ arrangement. The theory supports the fact that OCB is 

not something constructed in a person‘s mind and afterwards defended by 

empirical proof. On the contrary, it is something that had been observed a long 

time before it was given a name. Even if there are still questions open on the 

influences on OCB and its determination of numerous factors, there is no doubt 

about its relevance in organizational theory. 

Social Exchange Theory 

Social Exchange has been widely cited as an explanation for why employees 

might act as good organizational citizens, proposing that individuals perform 

OCB as part of a desire to maintain equitable and favorable workplace 

relationships that extend beyond the benefits of the more impersonal 

contractual agreements. Although this perspective has been given much credit 

in the study of OCB, researchers have been studying organizational citizenship 

behavior (OCB) for over 30 years now, with insights into antecedents and 

motives guided primarily through the lens of social exchange theory. As 

Cropanzano & Michell (2005) point out, social exchange can refer to a type of 

transaction, but has typically been conceptualized as a type of relationship by 

OCB theorists (e.g., Organ, 1988). In this view, organizations function partially 

through mutually desirable relationships in which parties give and receive a 

variety of benefits- including socio-emotional benefits. When trust has been 

developed to a critical level, employees can engage in behaviors beyond the 

minimum requirement, trusting that they will not be taken advantage of, but 

rather their needs will be met through this ongoing relationship. In this light, 

social exchange does not explicitly specify motives beyond the desire to 

maintain the exchange relationship. A reliance on social exchange as an 

explanatory mechanism has led us to discovery of several important 

antecedents of citizenship: relationships between perceptions of justice, equity, 

relationship quality, as well as several important consequences including 
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enhanced productivity, lower turnover, and higher customer satisfaction 

(Podsakoff, MacKenzie, Paine, & Bachrach, 2000). But despite its apparent 

popularity and role in guiding the study of organizational citizenship to date, 

some scholars have begun to question reliance on social exchange as the 

dominant explanatory framework of citizenship behavior (Bolino, Turnley, & 

Niehoff, 2004; Rioux & Penner, 2001; Snape & Redman, 2010; Zellars & 

Tepper,  2003). Social exchange provided a mechanism for more implicit and 

discretionary exchange of resources that in the workplace are not strictly 

regulated by contractual obligations, but through a more social nature (Blau, 

1964). According to this perspective employees might perform OCB‘s out of a 

sense of obligation to return any number of perceived material or social 

benefits they have gained from the organization (Organ, Podsakoff. & 

MacKenzie, 2006). But researchers have given a few possible motives for 

engaging in OCB from this perspective, or for sustaining the relationship. 

Indeed, without an explanation as to why employees might be motivated to 

engage in such an exchange, the perspective would not offer much in the way 

of explanation or prediction of behavior. Concerning motives on the 

employees‘ parts, there have generally been two similar, yet distinct, lines of 

reasoning within the social exchange perspective for why people might perform 

OCB‘s. First, when people perceive that they are treated fairly, the norm of 

reciprocity says that they should reciprocate (Blau, 1964). So people perform 

OCB‘s in order to ―give back‖ to the organization, or organizational leader. 

This explanation is typically linked to group-value literature, placing heavy 

emphasis on the quality of the relationship, such that employees are guided to 

return benefits in order to maintain the social exchange relationship 

(Cropanzano & Mitchell, 2005; Cropanzano et al., 2001). The second line of 

reasoning is similar but slightly more proactive. Typically, these explanations 

imply a trade-off such that the employee is sacrificing something in the short-

term with the expectation that in the long-run they will be fairly compensated 

for their efforts (e.g., Organ & Moorman, 1991). Organ (1988) proposed that 
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supervisor‘s fairness leads to employee citizenship because a social exchange 

relationship develops between employees and their supervisors. When 

supervisors treat their employees fairly, social exchange and the norms of 

reciprocity (Goulder, 1960) dedicate that employees reciprocate, and Organ 

suggested that OCB is one likely avenue for employee reciprocation.  

Whether or not OCB‘s are performed proactively or reactively, with or without 

motivation beyond sustaining the social exchange relationship, there are three 

core features defining social exchange according to Organ and colleagues 

(2006): 

1. ―Voluntary actions of individuals that ‗are motivated by the 

returns…they are expected to bring and typically in fact do bring from 

others‘ (Blau, 1964)‖ 

2. ―The obligation by a party to reciprocate a benefit voluntarily rendered 

by some other party. However, the obligation is unspecified as to form 

degree, or time of reciprocation‖. 

3. ―It depends on trust- that is, confidence that the other party will, in good 

time and in some appropriate manner and situation, reciprocate benefits, 

contributions, or favors; reciprocation cannot be enforced by appeal to 

third parties.‖ 

These statements primarily encompass the motives of individual actions rather 

than the relationship itself. 

In reality, there are likely multiple benefits and motives underlying each action 

in social exchange (Fassina, Jones, & Uggerslev, 2008a), making it difficult to 

identify where and when the ‗social exchange‘ label may be applied to a set of 

transactions. 

Blau (1964) was among the first to differentiate social exchange from 

economic exchange. According to Blau, social exchange refers to the 

relationship that entails unspecified future obligations. Like economic 

exchange, social exchange generates expectations of some future returns for 
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contributions; however, unlike economic exchange, the exact nature of that 

return is unspecified. Furthermore, social exchange does not occur on a quid 

pro quo or calculated basis. Economic exchange is based on transactions, but 

social exchange relationships are based on individuals‘ trusting that the other 

parties to the exchanges will fairly discharge obligations in the long run 

(Holmes, 1981). This trust is necessary for maintaining social exchange, 

especially in the short run, where some temporary or perceived asymmetries 

may exist between an individual‘s inducements that is, the benefits received 

from participation in the social exchange relationship- and contributions, the 

individual‘s inputs into the relationship. Finally expectation of long term 

fairness is social exchange contracts with the exception of short-term fairness 

that typically characterizes economic exchange.        

Blau‘s contrasts of social and economic exchange parallels a distinction made 

by Rousseau and parks (1993) with regard to contracts. Rousseau and park 

described contracts as an agreement that creates an obligation to do or not do 

something. According to these authors, contracts vary along a continuum 

anchored on one end by transactional contracts, which are short-term 

agreements specifying the limited involvement of each party in the lives and 

activities of the other, and at the other end by relational contracts, which 

include the exchange of socio-emotional elements, are open-end, and are long-

term. Relational and transactional contracts respectively correspond to the 

underlying dynamics of social and economic exchange. Therefore the authors 

(konovsky and pugh 1994) suggest that one manifestation of social exchange is 

reliance on relational contracts and that one manifestation of economic 

exchange is reliance on transactional contracts. 

The Benefits of OCB  

OCB has been shown to have a positive impact on employee performance and 

wellbeing, and this in turn has noticeable flow-on effects on the organization.  
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There is empirical evidence for the widely-held belief that satisfied workers 

perform better, but this is correlation, not causal evidence. However, certain 

types of performance, primarily those related to citizenship behavior will be 

affected by job satisfaction. Think of workers who are cooperative with their 

superiors and colleagues, willing to make compromises and sacrifices and are 

‗easier to work with‘, workers who ‗help out with the extra little things‘ 

without complaining (or even offering to do so without being asked) these 

behaviors are all encompassed within OCB. The effects on employee 

performance are threefold.  

Firstly, workers who engage in OCB tend to receive better performance ratings 

by their managers (Podsakoff et al., 2009). This could be because employees 

who engage in OCB are simply liked more and perceived more favorably (this 

has become known as the ‗halo effect‘), or it may be due to more work-related 

reasons such as the manager‘s belief that OCB plays a significant role in the 

organization‘s overall success, or perception of OCB as a form of employee 

commitment due to its voluntary nature (Organ et al., 2006).  

Regardless of the reason, the second effect is that a better performance rating is 

linked to gaining rewards (Podsakoff et al., 2009), such as pay increments, 

bonuses, promotions or work-related benefits. 

 Thirdly, because these employees have better performance ratings and receive 

greater rewards, when the company is downsizing e.g. during an economic 

recession, these employees will have a lower chance of being made redundant 

(Organ et al, 2006).  

Percentage of the variance which OCB accounts for in enhancing 

organizational effectiveness as per Podsakoff et al., (2000):  

 Performance Quality: 18%  

 Performance Quantity: 19%  

 Financial efficiency indicators: 25%  
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 Customer service indicators: 38% 

How do these effects translate to organizational- level outcomes? OCB is 

linked to lower rates of employee turnover and absenteeism, but on the 

organizational level increased productivity, efficiency and customer 

satisfaction, as well as reduced costs, have also been observed (Podsakoff et al, 

2009). One study on OCB in grocery stores/supermarkets reports that ―OCB 

explained approximately 20% of the variance in store profitability‖ (Ehrhart, 

2004).  

Why does OCB seem to have such compelling effects on the individual and the 

success of an organization? Organ et al. (2006) has offered the following 

suggestions, OCB can:  

 Enhance productivity (helping new co-workers; helping colleagues meet 

deadlines)  

 Free up resources (autonomous, cooperative employees give managers 

more time to clear their work; helpful behavior facilitates cohesiveness 

(as part of group maintenance behavior). 

 Attract and retain good employees (through creating and maintaining a 

friendly, supportive working environment and a sense of belonging)  

 Create social capital (better communication and stronger networks 

facilitate accurate information transfer and improve efficiency). (Source:  

Deww Zhang, white paper 2011). 

Parallel constructs competing with OCB 

Many constructs that are similar with OCB have been identified in the literature 

based on the framework initiated by Barnard and by Katz and Kahn, who 

believed that OCB as an extra-role behaviors benefited, or were intended to 

benefit, the achievement of organizational goals. Although OCB is probably 

the best known and the most heavily researched extra-role concept (Van Dyne 

et al., 1995). Nevertheless, there are presently five overlapping constructs used 
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to investigate aspects of extra-role organizational behavior that have been 

developed and utilized in organizational studies. The five competing constructs 

are addressed and critiqued as:  

 Pro-social organizational behavior (PSOB) 

 Principled organizational dissent (POD)  

 Whistle-blowing (WB) 

 Organizational spontaneity (OS). 

 Contextual performance (CP) 

Pro-Social Organizational Behavior 

Pro-social behaviors represent a wide range of behaviors that serve the well-

being of other people and the maintenance of social integrity (Penner, Dovidio, 

Piliavin, & Schroeder, 2005; Brief & Motowidlo, 1986). Influenced by the 

work of Katz (1964), Brief and Motowidlo (1986) defined pro-social 

organizational behavior. According to Brief and Motowidlo, pro-social 

behavior is more comprehensive than innovative and spontaneous behaviors. 

They described pro-social organizational behaviors (POB) as ―behaviors that 

are performed by a member of an organization that are directed toward an 

individual, group, or an organization with whom he or she interacts while 

carrying out his or her organizational role and performed with the intention of 

promoting the welfare of the individual, group, or organization toward which it 

is directed‖ (Brief & Motowidlo, 1986). They have identified 13 specific kinds 

of POBs on the basis of three distinctions. POB‘s differ in terms of whether 

they are functional or not, prescribed or not as a part of one‘s organizational 

role, and directed toward an individual or organizational target. The major 

difference with OCB is the fact that not all pro-social organizational behaviors 

are organizationally functional and serve the effectiveness of the organization. 

For example, speaking favorably about the organization is functional because it 

helps the organization to survive and achieve its goals. However, helping a 
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coworker to achieve a personal goal inconsistent with organizational objectives 

is dysfunctional despite its pro-social behavior aspect. In addition to this, pro-

social behaviors may be role-prescribed or extra-role. Although role prescribed 

pro-social behaviors are generally functional, extra role pro-social behaviors 

are not always functional. In addition to this, POB is criticized because of the 

fact that it covers numerous behaviors and it does not restrict itself with 

behaviors that have direct or specific organizational relevance (Organ, 

Podsakoff, & MacKenzie, 2006). 

Principled Organization Dissent (POD) 

POD is based on the ideas of Hirschman (1970) concerning the implications of 

organizational exit or voice. Organ and his associates‘ initial presentation of 

OCB ignored challenging actions. Conversely, Graham‘s (1986a, 1986b, 1991) 

perspective on citizenship participation encompassed constructive 

disagreement and dissent. Her concept of principled organization dissent 

(POD) included: 

Efforts by individuals in the workplace to protest and /or to change the 

organizational status quo because of a conscientious objection to the current 

policy or practice. It can arise when an organizational member evaluates 

behavior in or by the organization in terms of some impersonal system of 

values, and finds it wanting. (POD) Principled organizational dissent can take a 

variety of forms. Examples include constructive criticism or protest expressed 

to others with the organization; reports to interested audiences outside the 

organization; blocking actions, such as working to rule or even sabotage; and 

resigning in protest (Graham, 1986b). 

From the perspective of OCB research, there are several problems with POD. It 

includes actions that take place outside the organization, it sanctions behavior 

that can be in direct conflict with organizational performance, and it includes 

leaving the organization. Hirschman (1974) provided a more positive view of 

confrontation within organizations with his example describing corporate 
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stockholders who used their financial influence as shareholders to change 

corporate practices by expressing their voice rather than by exiting through sale 

of their stock. Graham‘s POD served to open up the OCB construct for the 

inclusion of challenging actions within the sphere of supporting organizational 

outcomes. 

Organizational Spontaneity 

Derived from the work of Katz (1964), George and Brief (1992) defined 

organizational spontaneity (OS) as ―extra-role behaviors that are performed 

voluntarily and that contribute to organizational effectiveness‖. They do not 

use the term spontaneity as impulsive acts, but as behaviors that are voluntary 

and enhance organizational effectiveness. Five forms of OS were defined as 

helping co-workers, protecting the organization, making constructive 

suggestions, developing one‘s self and spreading goodwill. Examples of 

helping behaviors which are spontaneous and in case of their absence serious 

problems emerge like, sharing supplies, calling attention to a potential error, 

and helping a coworker with heavy workload.  Protecting the organization 

includes activities to protect or save life of the workers and property of the 

organization in case of emergency situations such as natural disasters. Making 

constructive suggestions was defined as all voluntary acts for creativity and 

innovation. Developing oneself includes voluntary activities like improving 

knowledge, skills, abilities which will in turn help the worker to be better at his 

job and contribute more to the organization. Spreading goodwill was defined as 

voluntary contributions to organizational effectiveness by presenting one‘s 

organization as supportive or presenting its services and goods as high quality. 

OS has dimensions which are related to POB (Brief & Motowidlo, 1986), OCB 

(Organ, 1988), and contextual performance (Borman & Motowidlo, 1997). 

Although there are certain overlaps among these constructs, they are not the 

same (George & Brief, 1992; George & Jones, 1997). OS is related to but 

different from citizenship behavior in terms of its organizationally recognized 
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reward system. OS is recognized by the formal reward system, whereas OCB is 

not directly (Moorman & Blakely, 1995). 

Whistle-Blowing Behavior (WB) 

Exposes illegitimate practices to outside authorities (Dozier & Miceli, 1985; 

Near & Jensen, 1983; Near & Miceli, 1985; 1986, 1987; Westin, 1981). It 

generally focuses on reporting wrongdoing, rather than improving the 

organization. And since self-interested rewards are included, the WB construct 

does not fit the extra-role behavior framework requiring no direct linkage 

between action and reward (Van Dyne et al, 1994). 

Unlike OCB, these constructs can include both ―soldierly‖ actions and 

challenging actions. Like POD, WB include actions that do not benefit the 

organization and challenging actions which may damage relationships, even 

though an individual‘s intent may have been to help the organization‘s long 

term survival. Extra-role behaviors that challenge organizational policies or 

actions may ―have the potential to make the most significant contributions to 

organizational performance in the long run‖ (Van Dyne et al., 1995) 

The Contextual Performance (CP) 

CP construct consists of five dimensions of organizational performance. These 

dimensions are: (1) volunteer activities beyond the formal job description or 

expectations; (2) enthusiasm and persistence to complete important tasks; (3) 

helping others; (4) following rules even if inconvenient; and (5) supporting 

organizational outcomes (Borman & Motowidlo, 1993; Motowidlo & Van 

Scoter, 1994). These dimensions are similar to the first phase OCB dimensions 

of altruism, conscientiousness, courtesy, sportsmanship, and civic virtue. The 

main difference is that contextual performance does not specify whether 

actions are extra-role or whether actions are directly linked to rewards. What 

remains is a distinction between ―task‖ and ―non-task‖ which remains difficult 

to measure. Motowidlo, Borman, & Schmit‘s (1997) most recent work 

described a model where personality variables were linked to variation in 
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contextual performance, but essentially only offered new terminology 

packaging. 

Borman and Motowidlo (1993) distinguished task performance and contextual 

performance from each other by defining task performance as ―activities that 

are formally recognized as part of the jobs‘ 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‖. According to Borman and Motowidlo (1993), task performance 

alone was not adequate for effective functioning of an organization. Instead, 

contextual performance which is ―extra-technical proficiency components of 

behavior that contribute to organizational effectiveness by shaping the 

psychological and social context, in turn facilitating task activities and 

processes‖ was also necessary (Coleman & Borman, 2000). 

According to Borman and Motowidlo (1993), contextual performance (CP) and 

task performance differ from each other for three reasons. First, task activities 

depend on the job and therefore vary across jobs. However, contextual 

activities show similarity across jobs. Second, task activities are more role 

prescribed when compared with contextual performance, therefore task 

activities are included in performance appraisal forms. Third, the two concepts 

differ in terms of their antecedents. While the antecedents of task performance 

are more related to cognitive ability, the antecedents of contextual performance 

involve dispositional variables. Motowidlo and Van Scotter (1994) provided 

evidence that support task performance should be distinguished from 

contextual performance and they both independently contribute to overall 

performance. Examples of contextual activities are volunteering to carry out 

tasks that are not included in the formal contract, and helping and cooperating 

with others to accomplish tasks. What Borman and Motowidlo (1993) defined 

as CP blended many concepts in itself. Borman and Motowidlo benefited from 

Smith, Organ and Near‘s (1983) organizational citizenship behavior, Brief and 

Motowidlo‘s (1986) prosocial organizational behavior, and Organ‘s (1988) 
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sportsmanship, and courtesy dimensions while defining contextual 

performance.  Borman and Motowidlo (1993) divided the concept into two 

subcategories: interpersonal facilitation and job dedication. Interpersonal 

facilitation refers to cooperative, considerate and helpful behaviors that assist 

co-workers‘ performance and are performed to accomplish an organizational 

goal. Job dedication consists of self-disciplined, motivated behaviors such as 

working hard, taking initiative to solve a problem at work, and following rules 

to support organizational objectives. 

Dimensions of Organizational Citizenship Behavior 

Since the conception of the term ―organizational citizenship behavior‖ by 

Bateman and Organ (1983), researchers have identified almost thirty different 

forms of OCB (Podsakoff, MacKenzie, Pain, & Bachrach, 2000).  In spite of 

the fact that OCB is a relatively recent concept, there have been several 

iterations in terms of definitions over the past 20 years (Hoffman, Blair, 

Meriac, & Woehr, 2007). 

Although different labels have been used for the dimensions of OCB, there is 

an undeniable overlap among categorizations. The organization of this section 

is mainly drawn by following Podsakoff and associates‘ review (2000) that 

discussed OCB by taking into account its related concepts such as 

organizational spontaneity (OP), pro-social organizational behavior (POB), and 

contextual performance (CB). In this context, Smith, Organ, and Near, (1983), 

Organ, (1988), Williams and Anderson (1991), Van Dyne, Graham, and 

Dienesch (1994), Podsakoff, MacKenzie, Paine, and Bachrach (2000), and 

Coleman and Borman‘s (2000) categorizations are discussed.  

The original definition of OCB includes two dimensions: altruism and general 

compliance (Smith, Organ, & Near, 1983). Altruism, which has been identified 

as an essential component of OCB by most of the researchers working in this 

field, refers to the ―behaviors that directly and intentionally aimed at helping a 

specific person in face to face situations‖ (Smith, Organ, & Near, 1983). 
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General compliance, which was renamed by Organ (1988a) as 

conscientiousness, is more impersonal than altruism because it is not directed 

to a specific person but to the system. It mainly refers to compliance with 

internalized norms that define the behaviors of a good worker such as being 

punctual, making proper use of work time by not wasting time (Smith, Organ, 

& Near, 1983). After five years, in 1988, Organ improved the work of Bateman 

and Organ (1983) and Smith and associates (1983) and identified five 

dimensions, three of which were new. These dimensions are altruism, 

conscientiousness, civic virtue, courtesy, and sportsmanship. 

Altruism refers to voluntary actions that help another person with work related 

problem such as instructing a new hire on how to use equipment, helping a 

coworker catch up with a backlog of work. 

Conscientiousness is a pattern of going well beyond minimally required levels 

of attendance punctuality, housekeeping, conserving resources, and related 

matters of internal maintenance. 

Civic virtue is defined as constructive involvement in the political process of 

the organization and contribution to this process by expressing opinions, 

attending meetings, discussing with colleagues the issues of the day, and 

reading organizational communications such as mails for the well being of the 

organization. 

Courtesy refers to the gestures that help others to prevent interpersonal 

problems from occurring, such as giving advance notice of the work schedule 

to someone who is in need, or consulting others before taking any actions that 

would affect them (Organ, 1990). The main idea of courtesy is avoiding actions 

that make colleagues‘ work harder and giving them enough notice to get 

prepared when you add to their loads. Leaving the copier or printer in good 

condition for other workers‘ use is an example of courtesy at work (Organ, 

Podsakoff, & MacKenzie, 2006). 
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Sportsmanship is defined as ―a person‘s desire not to complain when 

experiencing the inevitable inconveniences and abuse generated in exercising a 

professional activity‖ (Organ, 1990). It refers to not complaining unnecessarily 

and being positive and tolerant towards difficulties that may be experienced in 

the workplace. 

Based on the taxonomy of Organ, another conceptualization which divided 

OCB into two broad categories as organizational citizenship behavior 

organizational (OCB-O) and organizational citizenship behavior-individual 

(OCB-I) was developed by Williams and Anderson (1991). OCB-O was 

defined as the behaviors that directly benefit the well-functioning of the 

organization as a whole. For instance, devoting extra effort for organizational 

performance such as working extra hours is related to OCB-O. Contrarily, 

OCB-I was defined as set of behaviors that directly benefit individuals but 

indirectly and ultimately benefit the organization. So, OCB-I indirectly affects 

organizational performance through its effect on other‘s performances. 

Therefore, OCB-I is suggested to be more related to coworker relationship and 

friendship among coworkers (Halbesleben & Bowler, 2007). 

In this sense, OCB-O was matched with the general compliance and OCB-I 

with the altruism dimension of Smith, Organ, and Near (1983). However, 

Williams and Anderson (1991) disagreed with this match and pointed out that 

altruism and compliance terms were inadequate to reflect the implications 

about external rewards and did not comply with this new classification. That is, 

Williams and Andersen thought that altruism is viewed as behavior that occurs 

without any external rewards, compliance should be viewed as behavior that 

occurs because of expected reward or the avoidance of punishment, therefore 

their classification (i.e., OCB-I and OCB-O) was a better conceptualization 

when the external rewards issue is considered. Following Organ‘s new five 

dimensions, OCB-O was considered to include sportsmanship, civic virtue and 

conscientiousness, and OCB-I to include altruism and courtesy (LePine, Erez, 

& Johnson, 2002; Hoffman, Blair, Meria, & Woehr, 2007). Based on Graham‘s 
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work (1991), Van Dyne, Graham, and Dienesch (1994) suggested a three-pillar 

model of OCB by extending political philosophy to organizational settings. 

They conceptualized OCB as a global concept that consists of all positive 

organizationally relevant behaviors of individuals. They outlined three 

concepts to define OCB: obedience, loyalty, and participation. Organizational 

obedience, which overlaps with general compliance (Organ, 1988), was 

described as accepting the rules and regulations that are necessary for an 

organization to function and it included behaviors such as being punctual and 

work completion. Organizational loyalty was defined as ―identification with 

and allegiance to organizational leaders and the organization as a whole, 

transcending the parochial interests of individuals, work groups and 

departments (Graham, 1991). Lastly, attending non required meetings, sharing 

information and opinions with coworkers, and being willing to deliver bad 

news were defined as behaviors that reflect organizational participation which 

corresponds to civic virtue (Organ, 1988) and protecting the organization 

(George & Brief, 1992). 

Morrison (1994) identified OCB with five subcategories, namely altruism, 

conscientiousness, civic virtue, sportsmanship, involvement, and keeping 

oneself up. While the altruism dimension overlaps with Organ‘s (1988) original 

altruism and courtesy dimensions, she narrowed the scope of sportsmanship. 

Her involvement dimension was defined as participation in organizational 

functions and overlaps with Organ‘s sportsmanship and civic virtue. What is 

meant by keeping up is keeping informed about organizational events and 

changes and overlaps with civic virtue and conscientiousness of Organ 

(LePine, Erez, & Johnson, 2002). 

As discussed by Podsakoff and associates (2000), Moorman and Blakely 

(1995) conceptualized OCB with four dimensions: interpersonal helping, 

individual initiative, personal industry, and loyal boosterism. Interpersonal 

helping mainly refers to helping coworkers such as voluntarily helping new 

employees settle into the job. Individual initiative means communicating with 
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coworkers to improve individual and group performance. Personal industry is 

performing extra tasks and making extra effort although it is not called for. Not 

missing work although there is a legitimate reason for doing so is a good 

example of this dimension. Like George and Brief‘s (1992) spreading good will 

concept, loyal boosterism refers to the promotion of the organizational image to 

outsiders (Moorman & Blakely, 1995). Van Scotter and Motowidlo‘s (1996) 

subcategories, interpersonal facilitation and job dedication, also share 

similarities with other categorizations. Interpersonal facilitation covers altruism 

and courtesy (Smith, Organ, & Near, 1983; Organ, 1988) and helping 

coworkers (George & Brief 1992). Job dedication, on the other hand, 

corresponds to generalized compliance dimension of Organ (1988). 

Coleman and Borman (2000) built up a ―three-dimension integrated model of 

citizenship performance‖, by comparing the previous models of OCB and other 

concepts related to OCB in terms of their similarities and variations (e.g., 

Smith et al., 1983; Organ, 1988; Borman & Motowidlo, 1993; Van Scotter & 

Motowidlo, 1996; Van Dyne et al., 1994). They divided the model into three 

categories: interpersonal, organizational, and job/task citizenship performance. 

The interpersonal dimension, which refers to behaviors that benefit members of 

the organization, overlaps with OCB-I by Williams and Anderson (1991), 

social participation by Van Dyne and associates (1994), interpersonal 

facilitation of Van Scotter and Motowidlo (1996), altruism and courtesy by 

Organ (1988), and partly the altruism of Smith, Organ, and Near (1983) and 

Morrison (1994). The second dimension, organizational citizenship 

performance, defined as behaviors that benefit the organization, represents the 

dimensions such as OCB-O by Williams and Anderson (1991), generalized 

compliance of Smith and colleagues (1983), the sportsmanship, civic virtue, 

and conscientiousness by Organ (1988), sportsmanship, involvement, keeping 

up with changes and conscientiousness of Morrison (1994), the loyalty and 

obedience of Van Dyne and colleagues (1994), and the job dedication 

dimension of Van Scotter and Motowidlo (1996). The third dimension, which 
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is defined as behaviors that benefit the job/task, is aligned with functional 

participation of Van Dyne and associates (1994) and job dedication of Van 

Scotter and Motowidlo (1996). 

Podsakoff and his colleagues (2000) examined the various types of citizenship-

like behaviors and developed a model that consists of seven dimensions which 

are helping behavior, sportsmanship, organizational loyalty, organizational 

compliance, individual initiative, civic virtue, and self development. Helping 

behavior consists of two parts. The first part covers altruism (Organ, 1988, 

1990b), interpersonal helping (Graham, 1989, Moorman & Blakely, 1995), 

OCB-I (Williams & Anderson, 1991), interpersonal facilitation (Van Scotter & 

Motowidlo, 1996), and helping coworkers (George & Brief, 1992). The second 

part of the definition coincides with Organ‘s (1988) courtesy dimension, which 

involves helping others by taking steps to prevent the creation of problems for 

coworkers. 

As opposed to Organ‘s definition (1990b), Podsakoff and associates (2000) 

enlarged the scope of sportsmanship. For example, in our opinion, ―good 

sports‖ are people who not only do not complain when they are inconvenienced 

by others, but also maintain a positive attitude even when things do not go their 

way, are not offended when others do not follow their suggestions, are willing 

to sacrifice their personal interest for the good of the work group, and do not 

take the rejection of their ideas personally. Organizational loyalty, which 

coincides with Graham‘s (1989) loyal boosterism and organizational loyalty, 

George and Brief‘s (1992) spreading goodwill, Borman and Motowidlo‘s 

(1993) endorsing, supporting, and defending organizational objectives 

dimension, means promoting the organization to outsiders, protecting and 

defending it against external threats. 

Organizational compliance consists of Smith and coauthors‘ (1983) generalized 

compliance, Van Dyne, Graham, and Dienesch‘s (1994) organizational 

obedience, Williams and Anderson‘s (1991) OCB-O, Borman and Motowidlo‘s 

(1993) following organizational rules and procedures, and some features of 
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Van Scotter and Motowidlo‘s (1996) job dedication. According to this 

dimension, being a good citizen necessitates religiously obeying all rules and 

regulations. 

Another dimension of Podsakoff and his colleagues‘ (2000) taxonomy, 

individual initiative, refers to employee‘s voluntarily working above and 

beyond the call of duty. It includes behaviors such as volunteering for extra 

responsibilities, and working with enthusiasm to complete the work. This 

dimension overlaps with conscientiousness (Organ, 1988), personal industry 

and individual initiative (Graham, 1989; Moorman & Blakely, 1995), making 

constructive suggestions (George & Brief, 1992), volunteering to carry out task 

activities, and persisting with enthusiasm (Borman & Motowidlo, 1997), and 

partially the job dedication dimension (Van Scotter & Motowidlo, 1996). Civic 

virtue, as another dimension, is based on Graham‘s (1991) discussion of 

responsibilities that an employee has as ―citizens‖ of an organization. It 

corresponds to civic virtue (Organ, 1988, 1990b), organizational participation 

(Graham, 1989), and protecting the organization dimension (George & Brief, 

1992). This dimension refers to ―a person‘s recognition of being part of a larger 

whole in the same way that citizens are members of a country and accept the 

responsibilities which that entails‖ (Podsakoff et al., 2000) and includes 

behaviors such as attending meetings, keeping up with changes that the work 

environment may face by trying to protect the company in case of dangerous 

situations such as fire. The last dimension is labeled as self development and 

built on the works of Katz (1964) and George and Brief (1992). Trying to 

develop one‘s self through training and catching up with changes in one‘s field 

of work can be given as examples of self development. A comparison of seven 

dimensions suggested by Podsakoff et al. (2000) with the dimensions of 

different researchers is shown in Table 1.1. 
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Table: 2.1 Summary of OCB Dimensions by Different Researchers 
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Research Studies and their Equivalent OCB Dimension 

 
Organ 1988, 

1990a, 1990b 

Moorman & 

Blakely, 1995, 

Graham 1989 

Van Dyne 

Graham & 

Dienesch 1994 

Grorge & 

Brief, 1992 

Williams & 

Ancerson 

1991: Lee & 

Allen 2002 

Helping behavior 

Altruism, 

peacemaking, 

cheerleading, 

courtesy 

Interpersonal 

helping 

Social 

Participation 
 OCBI 

Sportsmanship Sportsmanship    OCBO 

Organizational 

Loyalty 
 

Loyalty 

Bootersim 
Loyalty  OCBO 

Organizational 

compliance 
Conscientiousness - Obedience 

Spreading 

Goodwill 

protecting the 

organisaation 

OCBO 

Individual 

Initiative 
Conscientiousness 

Personal 

Industry 
 

Making 

constructive 

suggestions 

 

Civic Virtue Civic Virtue  
Organizational  

participation 

Protecting the 

organization 
OCBO 

Self Development  
Personal 

Industry 

Functional 

participation 

Self 

development 
 

 

Source: From Fife, C.M. (2008). A Social-Cognitive Assessment of Organizational 

Citizenship Behavior.Masters dissertation.Virginia Polytechnic Institute and State University. 
 

Although Podsakoff et al. (2000) in their study deliberated the relationship of 

OCB dimensions with each other but they did not study the relationship of 

OCB to its antecedents and outcomes. This gap was filled by LePine, Erez and 

Johnson (2002) in their meta-analysis. In first step of their study they examined 

the relationships of OCB dimensions with each other and found that all the 

dimensions have strong correlations with each other except sportsmanship and 

civic virtue. They used the dimensions given by Organ (1988). In next step of 

their study LePine et al. (2002) studied the relationship of OCB dimensions 

with its antecedents. Specifically they studied how different dimensions of 

OCB differentially relate to different commonly studied antecedents of OCB. 

The results of their study showed that there is no differential relationship 
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between the dimensions of OCB and antecedents of OCB. In simple words it 

does not matter that OCB is measured as single construct or multidimensional 

construct. Likewise similar results were found with the analysis carried out 

with two dimensional construct of OCB given by Williams and Anderson 

(1991) i.e. OCBI and OCBO. In the last step of their study LePine et al. (2002) 

studied the predictive validity of aggregate and dimensional constructs of OCB 

and found no significant differences in them. 

A number of studies have appeared which explore the construct validity of 

organizational citizenship behavior (Allen, Facteau & Facteau, 2004). In this 

study OCB has been measured as a latent construct consisting of five 

dimensions proposed by Organ (1988) because it simplifies the understanding 

of phenomenon.  

Outcomes of OCB 

Organizational citizenship behavior has been described necessary for the 

growth, success, effectiveness and productivity of any organization (Murphy et 

al., 2002). Several studies have emphasized how OCB contributes to 

organizational effectiveness, efficiency and positive organizational outcomes 

(Organ and Konovsky, 1989; MacKenzie et al., 1993; Podsakoff and 

MacKenzie, 1994; Walz and Niehoff, 1996; Podsakoff and MacKenzie, 1997; 

Podsakoff et al., 1997; Koys, 2001). Podsakoff et al. (2000), mentioned seven 

ways that OCB contributes to organizational superior performance as follows: 

1) Increasing co-worker or managerial productivity; 

2) Releasing resources so they can be used for more productive purposes; 

3) Coordinating activities within and across work groups; 

4) Reducing the need to devote scarce resources to purely maintenance 

functions; 

5) Strengthening the organizations' ability to attract and retain the best 

employees; 
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6) Increasing the stability of the organization's performance; 

7) Enabling the organization to adapt more effectively to environmental 

changes. 

Further, Based on Organ et al. (2005), coordination of activities among group 

members and between work groups improve when employees voluntarily 

attend and actively participate in work unit meetings or collaborate with 

members of their team or members of other groups to avoid creating work 

related problem for other workers. Furthermore, attraction and retention of 

employees is one of the most important HR function in any organization and 

this function has posed a big challenge to human resource managers because of 

the relative scarcity of this category of job candidates. Research has therefore 

established a link between employee attraction and retention to OCB 

(Chiboiwa et al. 2011). 

The outcomes of OCB that have been focused in the recent literature are as 

follows; one, impact of OCB on the managerial evaluations of performance of 

employees and two, impact of OCB on overall effectiveness of the 

organization. 

OCB and Managerial Evaluations of Employee Performance: There are 

many studies which have reported that managers do take into account the extra-

role behaviors and OCBs of their employees along with other objective 

measures while evaluating their performance (see Podsakoff et al., 2000; Van 

Scotter, Motowidlo, & Cross, 2000; MacKenzie, Podsakoff, & Paine, 1999; 

Podsakoff & MacKenzie, 1994). This action by the managers can either be 

conscious or subconscious. Podsakoff et al. (2000) concluded, based on their 

meta-analysis of eight different samples, 9.3% of the variation in performance 

evaluation of employee is caused by in-role behaviors while 12% of the 

variation in performance evaluation of employee is caused by extra-role 

behaviors or OCBs. It is evident from this study that organizational managers 

not only notice but also take into consideration the OCBs while writing the 
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performance evaluation reports of their employees. Another reason for 

manger‘s consideration of OCBs in performance evaluations is supported by 

Organ, Podsakoff and MacKenzie (2006), as they say about OCBs that these 

behaviors ―make the manager‘s job easier‖. This makes organizational 

citizenship a highly desired behavior. 

OCB and Organizational Effectiveness: The nature of relationship between 

OCB and organizational effectiveness is embedded in OCB‘s very first 

definition proposed by Organ (1988) who said about OCB that ―it in the 

aggregate promotes the effective functioning of the organization‖. However 

there are many other reasons to believe that OCB will affect the organizational 

effectiveness like OCB will increase the productivity of manager and other co-

workers as a result of help rendered by OCB exhibitor, OCB will not keep the 

resources engaged unnecessarily and will free these resources for other more 

productive use, OCB will improve the public image of the organization, OCB 

will help the organization to attract the best job candidates and OCB can 

increase the potential of organization to better adopt to changes taking place in 

its environment (Podsakoff et al., 2000). According to Organ et al. (2006), 

organizational citizenship behaviors ―enhance effectiveness and efficiency‖. 

 Podsakoff et al. (2009) in their meta-analysis have reported there are several 

good reasons for the growing interest in the effects that OCBs have on these 

types of outcomes. 

 First, if OCBs do have positive relationships with organizational effectiveness 

criteria, then it is important for organizations to quantify these effects so that to 

have a more complete picture of the potential impact that OCBs have on the 

―bottom line‖ of the organization.  

Second, it is important to examine the relationships between OCBs and 

organizational effectiveness criteria because, despite the fact that OCBs are 

assumed to be positively related to unit or organizational effectiveness, there is 

some evidence that this assumption is not always true. For example, in their 
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study of 116 insurance agencies, Podsakoff and MacKenzie (1994) found that 

helping behaviors on the part of sales agents actually decreased (rather than 

increased) agency effectiveness as measured by a composite sales index. 

Related to this, there is a growing body of literature regarding the potential 

dysfunctional consequences of OCB, including increased levels of role 

overload, stress, and work–family conflicts (Bolino & Turnley, 2005). Thus, 

identifying the effects of OCBs on organizational effectiveness will allow 

researchers and managers alike to more accurately weigh the potential positive 

and negative consequences that may result from encouraging OCBs on the part 

of employees.  

Finally, if OCBs and task performance both contribute to managerial 

evaluations and reward allocation decisions, then it is important to determine 

which of these variables managers give the greatest weight to, in their decision-

making processes. 

a) Effects of OCB at individual level 

There are a variety of reasons why managers may include OCBs in their 

performance evaluations and reward allocation decisions (Allen & Rush, 1998; 

Podsakoff, MacKenzie, & Hui, 1993; Podsakoff et al., 2000). For example, 

managers may recognize that OCBs such as helping, civic virtue, and 

sportsmanship make their own jobs easier. If this is the case, managers are 

likely to reciprocate (Blau, 1964; Homans, 1961) by providing higher 

performance evaluations and more organizational rewards for employees who 

exhibit OCBs. In addition, Shore, Barksdale, and Shore (1995) have noted that 

because OCBs are somewhat more volitional than task performance, managers 

may use them as indicators of how motivated employees are to make the 

organization effective. As a result, OCBs may serve as behavioral cues of an 

employee‘s commitment to the success of the organization that managers 

incorporate in their assessments of employee job performance. Finally, 

Lefkowitz (2000) has argued that managers like employees who exhibit OCBs, 

and that this liking subsequently influences the manager‘s performance ratings 
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and reward allocation decisions. Taken together, the above arguments suggest 

that employees who exhibit higher levels of OCB should receive higher 

performance evaluations and more rewards than those who exhibit lower levels 

of OCB. This is consistent with empirical evidence that OCB-like behaviors are 

positively related to both performance evaluations (Allen & Rush, 1998; 

MacKenzie et al., 1991; Werner, 1994) and reward recommendation decisions 

(Allen & Rush, 1998; Johnson, Erez, Kiker, & Motowidlo, 2002). 

Effects of OCB on employee withdrawal behaviors. Chen and her colleagues 

(X.-P. Chen, 2005; X.-P. Chen, Hui, & Sego, 1998) have argued that OCBs are 

relatively discretionary forms of behavior and that, as a result, low or 

decreasing levels of these forms of behavior may serve as an indication of an 

employee‘s withdrawal from the organization. Consistent with these 

expectations, several studies (X.-P. Chen, 2005; X.-P. Chen et al., 1998; 

Mossholder, Settoon, & Henagan, 2005) have shown that OCBs are negatively 

related to both employee turnover intentions and actual turnover. Although 

Chen and her colleagues (X.-P. Chen, 2005; X.-P. Chen et al., 1998) restricted 

their research to the effects that OCBs should have on employee turnover and 

turnover intentions, it is important to note that their theoretical rationale that 

should also apply to other forms of withdrawal behaviors, such as employee 

absenteeism. Indeed, one would expect that employees exhibiting lower levels 

of OCBs would also be those who exhibit lower attendance levels at work. 

 Podsakoff et al. (2009) in their meta-analysis found potential moderator 

variables of the relationships between OCB and individual-level outcomes: 

a) The source of the OCB ratings (same vs. different sources)and 

b) The target of the OCBs (OCBI vs. OCBO). 

The source of the OCB ratings as moderator: Several researchers (cf. 

MacKenzie, Podsakoff, & Fetter, 1993; Podsakoff et al., 2000) have noted that 

the strength of the relationships between OCB ratings and performance 

evaluations may be affected by whether these variables are obtained from the 
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same source as opposed to different sources. The reason for this is that when 

OCBs and performance ratings are obtained from the same source, the 

relationship observed between the ratings may reflect not only ―true‖ 

systematic variation among these variables but also systematic variation due to 

factors such as implicit performance theories, consistency motifs, and leniency 

biases possessed by the rater (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003; 

Podsakoff & Organ, 1986). Traditionally, the concern has been that these forms 

of bias might inflate the relationships between these variables. Consistent with 

this expectation, MacKenzie et al. (1993) reported that OCBs accounted for 

substantially less variance in managers‘ evaluations of employee performance 

in samples of 261 insurance agents and 108 pharmaceutical sales managers 

when same source variance was controlled than when it was not controlled. 

OCB target as a potential moderator: As noted earlier, Williams and Anderson 

(1991) have distinguished between those citizenship behaviors aimed at 

helping other individuals (OCBIs) and those aimed at the organization 

(OCBOs). This distinction may be important, because even though LePine et 

al. (2002) have concluded that there are few differences in the nature of the 

relationships between predictors of OCBO and OCBI, some recent studies 

appear to raise questions about this conclusion. For example, Ilies et al. (2007) 

reported that leader–member exchange (which is an individually focused 

variable) was more strongly related to individually focused citizenship 

behaviors (rc =.38) than to organizationally focused OCBs (rc =.31); and 

Halbesleben and Bowler (2007) reported that emotional exhaustion was 

positively related to OCBI and negatively related to OCBO in two studies, 

regardless of whether the OCB measures were obtained from self, supervisory, 

or peer ratings. Similarly, Van Dyne and her colleagues (Graham & Van Dyne, 

2006; LePine & Van Dyne, 2001; Stamper & Van Dyne, 2001) have reported 

that employee personality traits (e.g., agreeableness and self-esteem) and 

perceptions (e.g., justice beliefs and perceptions of bureaucratic organizational 

culture) have different relationships with helping behaviors (a form of OCBI) 
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than they do to voice behaviors (a form of OCBO). Taken together, these 

results suggest that OCBOs and OCBIs might have differential relationships 

with at least some antecedents of OCBs. However, we are not aware of any 

research that has attempted to examine whether OCBIs and OCBOs are 

differentially related to individual-level outcomes such as managerial 

evaluations or reward allocation decisions, even though there may be some 

reason to believe such differences do exist. For example, managers might pay 

more attention to OCBOs than to OCBIs in making performance evaluations 

and reward allocation decisions, because behaviors that are directed at the 

organization are likely to impact more people (i.e., have more leverage) than 

behaviors aimed at helping specific individuals. Thus, an employee who makes 

suggestions on how to improve the organization or takes the initiative to make 

the necessary changes to solve an organizational bottleneck has the potential to 

help the manager (and the organization) more than an employee who helps a 

coworker with a specific problem he or she is facing. 

b) Effects of OCB at the unit and/or organizational Level 

At organizational level podsakoff et al.,(2009) identified three outcomes: 

(a) Organizational effectiveness;  

(b) Customer satisfaction; and 

 (c) Group- or unit-level turnover. 

OCBs and group- or unit-level effectiveness.  

Several researchers (Borman & Motowidlo, 1993; Organ, 1988; Podsakoff et 

al., 1997; Podsakoff & MacKenzie, 1997) have provided reasons why OCBs 

might enhance unit- or organizational-level measures of effectiveness. For 

example, experienced employees who exhibit OCBs may enhance the 

productivity of less experienced peers by showing them the ropes and/or 

teaching them best practices. Similarly, employees who engage in civic virtue 

(or voice behavior) may offer their manager useful suggestions that improve 
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unit effectiveness, reduce costs, or free up the manager to spend time on more 

productive tasks such as strategic planning. Finally, OCBs may also enhance 

team spirit, morale, and cohesiveness, thereby reducing the amount of time and 

energy spent on team maintenance functions and enhancing the organization‘s 

ability to attract and retain the best people. Consistent with this reasoning, a 

growing number of studies (Dunlop & Lee, 2004; Koys, 2001; Podsakoff et al., 

1997; Podsakoff & MacKenzie, 1994; Walz & Niehoff, 2000) have shown that 

OCBs are positively related to a variety of unit or organizational effectiveness 

measures, including production quantity, efficiency, profitability, and the 

reduction of costs. 

OCBs and customer satisfaction 

Yen and Niehoff (2004) have noted that in addition to the effects they may 

have on internal organizational effectiveness measures, OCBs may also 

influence external effectiveness measures, such as customer satisfaction. More 

specifically, they argue that employees who exhibit altruism should encourage 

teamwork and cooperation among coworkers and that this enhanced 

cooperation should allow the group to deliver their goods or services more 

effectively and subsequently increase customer satisfaction. In addition, they 

note that more conscientious and courteous employees should increase 

customer satisfaction because these employees will stay more informed and up-

to-date about the products and services the company offers. Finally, Yen and 

Niehoff (2004), argued that employees who exhibit civic virtue or voice 

behavior by providing ideas on how to improve customer service should also 

increase customer satisfaction. We would add that employees who help the 

team deal effectively with conflicts (peacekeeping) and avoid making petty 

complaints (sportsmanship) should also help the team focus its energies on 

customer-service-related activities and subsequently increase customer 

satisfaction. Consistent with these arguments, Yen and Niehoff have reported 

that OCBs were related to customer satisfaction in a study of 26 branches of a 

retail bank located in Taiwan. 
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OCBs and group or unit turnover 

 Many of the OCBs that occur in organizational settings are directed at helping 

or providing support to coworkers or peers. For example, employees who come 

to the aid of a coworker who is having difficulty in his or her job or who has 

fallen behind because of an illness are helping or providing support. Similarly, 

employees who step in to alleviate disagreements or conflicts between 

coworkers are helping them to deal with their conflicts more effectively. Such 

behavior would be expected to build stronger relationships (cohesiveness) 

among the group members and subsequently reduce the likelihood that they 

will leave the group. Indeed, there is a substantial amount of evidence (cf. 

George & Bettenhausen, 1990; Kidwell, Mossholder, & Bennett, 1997; 

Podsakoff et al., 1996) that OCBs are related to group cohesiveness and that 

group cohesiveness is related to employee turnover. Although these 

relationships are generally assumed to be indicative of the fact that group 

cohesiveness is likely to lead to OCBs, almost all of this research has been 

conducted using cross-sectional designs and we believe that it also may provide 

support for the reverse causal ordering. That is, groups that exhibit OCBs 

should enhance group members‘ cohesiveness and their desire to maintain 

membership in the organization. This line of reasoning is consistent with X.-P. 

Chen et al.‘s (1998) argument: “We may expect that groups (or organizations) 

that have higher levels of OCB will have lower levels of turnover because 

interactions among employees who exhibit high levels of OCB are likely to 

foster group attractiveness and cohesiveness and subsequently to decrease 

voluntary turnover.” It is also consistent with preliminary empirical evidence 

(Richardson & Vandenberg, 2005; Sun, Aryee, & Law, 2007), which shows 

that unit-level OCBs are negatively related to unit-level turnover. 

Potential Moderators of Unit-Level OCBs 

There are a number of potential moderators of the relationships between OCBs 

and their unit-level outcomes that we felt could prove interesting to examine, 

including the target of the citizenship behavior, the nature of the organizational 
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compensation system being used, and the type of industry. However, given the 

difficulty associated with conducting unit-level research, it is not surprising 

that there are much fewer studies reported in this domain, which precluded us 

from examining these moderators. Nevertheless, we were able to examine one 

important potential moderator of this relationship: the nature of the research 

design. 

Research design as a potential moderator 

Although there are good theoretical reasons (Borman & Motowidlo, 1993; 

Organ, 1988; Podsakoff & MacKenzie, 1997) to believe that the correlation 

between OCB and unit-level performance is a reflection of the fact that OCBs 

result in increased unit performance, it is possible that this correlation reflects a 

reverse causal ordering. Units that perform at higher levels might describe 

themselves as exhibiting more OCBs than units that perform at lower levels. 

For example, Bachrach et al. (2001) provided evidence that groups that were 

told that their performance was high rated themselves as exhibiting more OCBs 

than groups that were told that their performance was low, even though the 

feedback was unrelated to the groups‘ actual performance. These findings raise 

questions about the nature of the causal relationship between OCBs and unit-

level performance. Therefore, in order to explore whether there was any 

evidence for a causal relationship between OCB and unit-level performance, 

we separated those studies in our data set in which the measures of OCB and 

unit-level performance were obtained during the same period of time (cross-

sectional studies) from those studies in which the OCB measures were obtained 

before the measures of performance (lagged studies), and then compared the 

correlation coefficients between these two subgroups. 

Antecedents of OCB 

There are many antecedents of organizational citizenship behavior that have 

been identified in the literature. Podsakoff et al. (2000) in their meta-analysis 

have classified the OCB antecedents in four main categories after reviewing the 
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last fifteen years research on OCB. These categories are (1) organizational 

characteristics, (2) leader behaviors, (3) task characteristics, and (4) individual 

characteristics. 

a) Organizational Characteristics and OCB 

Contradictory findings exist in literature regarding the association between 

organizational characteristics and organizational citizenship behaviors. 

According to Podsakoff et al. (2000), amongst formalization in organization, 

flexibility in organization, spatial distance and support from staff, none was 

found time and again related to organizational citizenship behaviors. However 

Kaufman, Stamper and Tesluk (2001), found the positive and significant 

association between organizational support and organizational citizenship 

behaviors. This association between organizational support and organizational 

citizenship behaviors has also been confirmed by Randall, Cropanzano, 

Bormann and Birjulin (1999) indicating that employee looks for their balance 

in exchanges with the organization. This means that citizenship behaviors 

exhibited by the employees are in proportion to the amount of support received 

by them from their organization. 

b) Leader Behaviors and OCB 

The research regarding associations between leadership styles and 

organizational citizenship behaviors is much more conclusive in comparison to 

other three categories of antecedents. Transformational leadership style, 

transactional leadership style, path goal theory of leadership and leader 

member exchange theory have significant and positive associations with 

organizational citizenship behaviors (Podsakoff et al., 2000). According to 

Podsakoff et al. (1990), transformational leadership has indirect effect on 

organizational citizenship behaviors and the mediating factor between the two 

is followers‘ trust on the leader while transactional leadership has direct impact 

on the organizational citizenship behaviors. This may be due to the bartering 
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nature of the transactional leadership style because OCB is the currency, which 

can buy good performance ratings and reward. 

c) Task Characteristics and OCB 

Different task characteristics have been studied in relationship with 

organizational citizenship behaviors and it has been confirmed that these task 

characteristics are related to OCBs. Task routinization, task feedback and 

intrinsically satisfying nature of task have been found significantly associated 

with the organizational citizenship behaviors (Podsakoff, MacKenzie & 

Bommer, 1996; Podsakoff & MacKenzie, 1995). Also Todd (2003), found 

indirect associations between task characteristics and organizational citizenship 

behaviors. According to him, intrinsically satisfying task and task autonomy 

were significantly related to job satisfaction which in turn predicted 

organizational citizenship behavior. 

d) Individual Characteristics and OCB 

Individual characteristics have been investigated in relationship with 

organizational citizenship behavior are divided into two streams. One is morale 

factors and other is dispositional factors. Morale factors include commitment, 

satisfaction, fairness perceptions and leader supportiveness perceptions of 

employees (Organ & Ryan, 1995). 

Although all of these morale factors have been found associated with 

organizational citizenship behaviors but satisfaction has been found the biggest 

correlate. Dispositional factors that have been studied by Organ and Ryan 

(1995) include conscientiousness, agreeableness and positive and negative 

affectivity. They did not find consistent direct relationships between these 

dispositional factors and organizational behaviors rather indirect associations 

were found between the two. According to Organ and Ryan (1995), these 

dispositional factors predispose employees to some orientations which in turn 

increase the likelihood of organizational citizenship behaviors. Although 

George (1991) found that positive mood of the employee has positive and 
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significant association with the exhibition of organizational citizenship 

behavior. 

e) Other Antecedents of OCB 

In addition to above mentioned antecedents some other factors have also been 

found linked with organizational citizenship behavior in literature which are 

mentioned below: 

f) Nature of employment: Organizational citizenship behavior is related 

to the nature of employees or workers as well. Using part time employees may 

be helpful for the organizations in short term but organizations need to consider 

that they may be losing organizational citizenship behavior by using part time 

employees. This may create problems for service organizations e.g. educational 

institutions and universities (Stamper & Dyne, 2001).  He concluded that, 

employees who are involuntarily working as part time workers means that they 

want to work as full time employee but due to whatever reason (opportunity 

etc) cannot work as full time employees, exhibit a low citizenship behavior. So 

besides considering the voice (suggestions) or help (assistance of coworkers), 

organizations should also consider the preference of employee for his job (full 

time or part time). For permanent employees commitment towards their teams 

was the main motivator of OCB, where as for contractual employees trust is the 

motivator for OCB. Contingent employees have more negative behavior 

towards their work places and they show a lower rate of OCB, for permanent 

employees, procedural justice is an important factor that predicts OCB (Gilder, 

2003). For many contingent workers team commitment is the main reason of 

showing OCB (Gilder, 2003). 

g) Perceived organizational justice: Lack of trust and faith is a source of 

reduction in the citizenship behavior of employees. When employees have a 

belief on perceived organizational justice then there is a higher level of 

citizenship behavior prevailing within the organization, on the other hand when 

there is lack of justice and trust of employees on their employer the level of 

citizenship behavior is found to be low amongst the employees. There is a 
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significant impact of collectivism and propensity to trust (PT) on OCB but it 

depends on the self esteem; it works as a mediator between these variables 

(Van Dyne, Vande Walle, Kostova, Latham & Cummings, 2000). 

Organizational justice and procedural fairness in an organization have a strong 

impact on OCB, when employees are satisfied with the management then they 

agree upon the improvement of OCB along with the formal performance. 

Organizational justice plays an important role in OCB of employees, when 

employees feel that their terms and conditions of job contract are being fulfilled 

by the employer then they will exhibit a positive behavior known as OCB, the 

fulfillment of this contract will lead the employee towards a strong 

psychological contract, but if employees feel cheated and betrayed then they 

will exhibit low OCB (Robinson & Morrison, 1995). Moreover perceived 

organizational justice is an important antecedent of OCB, it has a stronger 

influence on OCB than formal job (role-in behavior) (Cohen & Kol, 2004). If 

employees feel that procedural justice and fairness is not prevailing in the 

organization then the relationship between job satisfaction and OCB becomes 

very weak, it means that for more effective OCB behavior organizations should 

have fairness in procedures, procedural justice is very important for OCB. 

Perceived procedural justice is a determinant of extra role behavior of manager 

and in continuance the citizenship behavior of manager leads to OCB of 

employees (Tepper & Taylor, 2003). Thus in sum, perceived organizational 

justice/ fairness are positively and significantly related with organizational 

citizenship behavior (Messer & White, 2006). 

h) Impression management: Impression management is a force that 

motivates the individuals toward OCB (Robinson & Morrison, 1995). OCB 

which is influenced by impression management is closely related to appraisal 

and it has a chance of recency error which means preferring more recent 

employees (Becton, Giles & Schraeder, 2007). 

Some employees may be exhibiting OCB not to help and increase the 

productivity of their work place but to show their helping behavior to their 
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peers and get respect and improve their image. The factor of impression 

management is more prominent in the case of temporary employees who want 

to get a permanent job. They will show OCB to get the permanent position. 

i) Organizational politics: Organizational politics defined as 

unprofessional and inequitable behavior damages the growth and productivity 

of the organizations and also creates hurdles for OCB (Organ, 1988). 

Organizational politics have a negative impact on OCB (Gadot, 2006). 

Organizational politics is one of the strong predictors of OCB, the relationship 

between peer support and supervisory relationship is based upon the level of 

politics in the organization, if there is a low level of organizational politics then 

there will be a high level of OCB in the organization, where as if the level of 

organizational politics is high then OCB will be low. Trust is an important 

determinant of OCB, it increases the level of OCB, if there is lower level of 

politics in the organization and the level of trust is high then OCB will increase 

(Poon, 2006). 

j) Psychological contract and organizational cynicism: OCB is affected 

by the psychological contract of employee; some employees take OCB as a part 

of their job (Robinson and Morrison, 1995). Some jobs require interdependence 

and interaction of employees which is basic necessity of the specific job for 

example; police services and fire brigade etc. The support of employees for 

each other in this case does not refer to OCB. Moreover the cynicism of 

personal level and organizational durability are not strongly related with OCB, 

cynicism has a very little impact on OCB and in the same way tenure of 

organization also have a very little impact on OCB (Dyne, Graham & 

Dienesch, 1994). 

k) Employee interdependence: OCB is increased with the increase in 

interdependence between the employees, OCB is strongly affected by the 

interdependence and it can be effectively managed through a clear design of 

work flow. If organizations create a more interdependent environment then 

OCB is increased (Comeau & Griffith, 2004). 
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l) Professionalism: There is evidence that professionalism is positively 

related with OCB but it is not the strong determinant of OCB. But still as 

positive correlation between professionalism and OCB is significant, so it is 

considered as an important factor which influences OCB (Cohen & Kol, 2004).  

m) Self monitoring and OCB: Self supervision is found to be positively 

related to the extra-role behavior of the employees. If a person is high self 

monitor then there is a strong chance of high exhibition of OCB (Blakely, 

Andrews & Fuller, 2003). 

n) OCB and culture: Majority of the research conducted in the discipline 

of OCB is focused on western cultural context and the findings are supposed to 

generalize to the worldwide population. OCB is specifically related to the 

organizations and it has am cultural component. OCB has an increasing trend 

in cultures other than American culture. OCB needs further research related to 

other cultures in this era of globalization as the organizations are facing issues 

such as cultural differences and diversity. Chinese believe that there is a 

positive association between synchronization amongst the employees and 

organizational citizenship behavior in China and same in case of Taiwan. 

Organizational citizenship behavior does not merely differ across national 

borders, but also varies across the type of organization in a single society (Farh, 

Zhong & Organ, 2004). 

Studies on OCB and HRD Climate 

This special behavior (OCB) has become a lively research field investigated by 

organizational sociologists, psychologists and management researchers. 

However, most of the studies appear to deal with the phenomenon from a 

behavioral/functional perspective. Generally, past studies about organizational 

citizenship behavior show that personality characteristics, staff attitude, justice 

conception, leader behavior, and organizational traits (e.g. organizational 

climate and organizational commitment) act like predictor variables of this 

behavior (Podsakoff et al., 2009). Studies have shown that organizational 

variables have the high explanatory power for OCB. The most common 
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predictors are found to be job satisfaction and organizational commitment (Van 

Dyne and Ang, 1995), Leadership behaviors and role perceptions (Podsakoff et 

al., 2000) and individual dispositions. These variables constitute organizational 

climate and explain OCB holistically also. This study is intended to measure 

the major aspects of the organizational climate in regard with citizenship 

behavior in the banking industry that is affected by a number of the 

characteristics of the HRD climate. Therefore, this study aims to contribute to 

the growing number of international and context specified studies on OCB by 

investigating the dimensionality of a specific OCB measure as an outcome of 

one of the majorly perceived antecedents i: e, HRD climate. The literature 

supports the OCB‘s significance in the service organizations accompanied by 

the active participation and effective service delivery being its essential 

ingredients (Bettencourt, 1997; Podsakoff and MacKenzie, 1994). Furthermore 

the concept of OCB has been considered as a most important particularly in the 

service sectors and has been implemented in hospitals, restaurants and in many 

other service organizations like banks. The study of the OCB should be 

conducted by keeping in view the cultural context also. Podsakoff et al. (2000) 

cautioned that ―cultural context may affect the forms of citizenship behavior 

observed in organizations‖. In addition, the present study examines the 

relationship between the different dimensions of the two variables. It is 

expected that more positive the perception about the HRD climate, more 

probable be the employee‘s engagement in Organizational citizenship behavior.  

1. A study conducted by Zahra Ahmadizadeh et al., in the year 2012, to 

investigate the relation between organizational climate and organizational 

citizenship behavior of  Mazandaran province physical education offices 

staff. Methodology of this research was descriptive correlative, which was 

done by field study. Statistical population was the whole staff of 

Mazandaran province offices of physical education in 2012 (N=188), that 

127 one of them were selected randomly method. The result indicated that 

Organizational climate has the great effect on staff organizational 
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citizenship behaviors, which ultimately can leads to efficiency and 

effectiveness of organization, as result was in favor of a significant positive 

relation between organizational climate and its factors with staff 

organizational citizenship behavior. The authors of the study also conducted 

a step-by-step multi-variable regression analysis which showed that goal 

and communication factors of Organizational climate are good predictors of 

organizational citizenship behavior of physical education headquarters staff, 

respectively. In the light of results authors recommended that sport 

organizations managers through creating positive organizational 

atmosphere, goal clarity and more staff interactions, can increase the 

outbreak of organizational citizenship behavior in staff, and finally improve 

organizational efficiency and effectiveness.  

2. Umar Nimran (2011), in their study tried to investigate the relationships 

between individual characteristics and organizational citizenship behavior, 

as well as between organizational climate and organizational citizenship 

behavior. Survey was conducted at a pharmaceutical company in Pasuruan, 

East Java involving 67 employees as respondents. The correlation test 

between organizational climate and OCB indicated that there is a strong 

correlation (0.765) between organizational climate and OCB. According to 

Davis (1995) that organizational climate is related to all aspects in the 

environment or faced by people in an organization where they do their job. 

3. Mehdi Samudi et al., (2012), investigated the organizational citizenship 

behavior based on the organizational climate in Bostanabad city (Iran) 

schools. The study population included all school administrators and 

teachers in grades three Bostanabad cities (Iran), with 50 principal and 660 

teachers. Therefore, the number of principal and 44 persons per principal, 

three teachers, schools Bostanabad through random sampling stratified 

survey sample was selected using the table as Morgan. 

4. Madiha Rehman Farooqui (2012), carried out an explorative study to 

explore relationship between different dimensions of Organizational 
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Climate (OC) and OCB and along with the effect of gender. Study was 

carried on 114 faculty members (lecturers) randomly selected from public 

sector universities of Lahore. Data after being analyzed resulted that all the 

dimensions of the OC were significantly related to OCB and gender was 

also found as having an explanatory power towards OCB. All the 

dimensions of the organizational climate are significantly and positively 

related to each other as well as to OCB. 

5. In an another study Akinyemi Benjamin in 2012 examined the HRDC‘s 

role in fostering employees‘ citizenship behavior and their intention to stay 

with their organizations, significant by examining the relationships among 

human resource development climate (HRDC), organizational citizenship 

behavior (OCB) and voluntary turnover intentions (VTI) in the banking 

sector. The results indicate that the HRDC has a significant relationship 

with OCB and VTI. However, OCB shows no significant relationship with 

VTI. The said study was carried out over the 233 executive and non-

executive members of staff working in the selected commercial banks in 

south western Nigeria. Results of data analysis show a relationship between 

HRDC and OCB, A significant relationship also exists between HRDC and 

VTI. However, no relationship exists between OCB and VTI. 

6. Dr Nadeem Ahmad et al., (2012), carried out a study that aimed to explore 

OCB and its relationship with Job satisfaction and commitment, employee 

engagement and human resource development climate (HRDC) in the 

banking sector. The study was carried out proposed that well established 

predictors of OCB may lead to promote required behaviors among 

employees for improved performance and negative voluntary intentions. 

The results of the study revealed that banks can reduce turnover and 

promote citizenship behavior by ensuring that a favorable developmental 

climate occurs within their organizations. 

7. Pirzada Sami Ullah Sabri (2014) in his study “Human Resource 

Development Climate and Organizational Citizenship Behavior: A study on 
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the mediating effects of perceived organizational support in the 

manufacturing sector of Pakistan‖, found that perceived organizational 

support positively and significantly relates to human resource development 

climate and organizational citizenship behavior. 

 

Summary  

In this chapter, the available literature was reviewed to establish the 

theoretical base for the present study. It was found from the literature that this 

research problem needs a heavy attention. This chapter has been divided into 

different sections with an aim of capturing the whole concept clearly. This 

chapter was broadly divided into three parts. First part dealt with the Human 

Resource Development Climate, second with the Organizational Citizenship 

Behavior and third with the studies concerning, Human Resource Development 

Climate, Organizational Climate with Organizational Citizenship Behavior.  

 Based on the extant literature, till date, no research work on the undertaken 

study variables has been examined the relationship between Human Resource 

Development Climate and Organizational Citizenship Behavior in the Indian 

banking sector. Therefore, the present study will undertake this task to fill the 

lacuna. The research approach including research methodology, sample 

determination process and other relevant details will be discussed in the next 

chapter. 
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Research Methodology  

 

his chapter undertakes the development of research methodology for 

answering research questions. This chapter presents a framework of the 

research design and the methods used to statistically test the hypothesized 

relationships between the constructs undertaken for the present study. The 

selection of research instrument will be described. And the sample size 

determination process followed in the study will be discussed. This chapter will 

be accomplished by an exposition of the different statistical techniques used in 

the analysis. 

Accordingly, this chapter will encompasses following sections: 1) Research 

philosophy; 2) Research design; 3) Research methods; 4) Sampling Design; 5) 

Sampling Procedure; 5) Research instruments; 6) Ethics and confidentiality; 7) 

Brief description about sample organizations;  8) Data Collection; 9) 

Statistical techniques and analysis. 

 

Research Philosophy  

The research philosophy reflects how a researcher considers or thinks about the 

effects of the approach taken in the development of knowledge; informally, it 

can be said that it is the way we go about doing research (Saunders, Thornhill, 

& Lewis, 2009). However, there are two main philosophical positions that 

provide the bases for the designs of most management research efforts in the 

literature: positivism and phenomenology (or social constructionism). These 

are distinct views about the way in which knowledge is developed, and both 

have a significant role to play in business and management research. The main 

idea behind positivism is that the social world exists externally, and that its 

properties should be measured through objective methods rather than being 

inferred subjectively through sensation, reflection or intuition (Easterby-Smith, 

T 
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Thorpe, & Lowe, 2002). The researcher assumes the role of an objective 

analyst, building detached interpretations of the data, which have been 

collected in an apparently value free manner; this framework also assumes that 

the researcher is independent of and neither affected by nor influencing the 

research (Saunders et al., 2009). 

On the other hand, the key idea of phenomenology (or social constructionism) 

is that reality is socially constructed and given meaning by people rather than 

objective and external factors. Therefore, it focuses on the way in which people 

themselves create logic within their world, especially through sharing their 

experiences with others through the medium of language. Advocates of this 

perspective have criticized the positivist tradition, arguing that the social world 

of business and management is far too complicated to lend itself to theorizing 

laws, such as generalizations, in the same way that the physical world lends 

itself to these laws (Saunders et al., 2009). The focus should be on what people 

are thinking and feeling, both individually and collectively. 

Thus, our focus should be to understand and explain why individuals have 

diverse experiences, rather than searching for external causes and fundamental 

laws to explain behaviors (Easterby-Smith et al., 2002).  

This study adopts a positivism view, as it is deemed to be the most appropriate 

for achieving the goals and aims of the present study. The main reason behind 

this choice is that the main focus of this quantitative study is to test theory 

wherein theory was first adopted as the framework for developing and testing 

hypotheses in a specific research context of Jammu and Kashmir. 

A phenomenology approach, on the other hand, can be used for generating new 

theories which is not an objective of the current thesis. The second reason for 

adopting a positivism approach is the limited time and resources available to 

collect data in the banking industry operating in Jammu And Kashmir State. 

Although a phenomenology approach is very helpful in investigating changes 

in human behavior over time, the current thesis is bound by a time frame that 



 
Research Methodology  

Department of Business & Financial Studies              147 
 

should be strictly followed in order to successfully complete it. Therefore, a 

positivism approach is more suitable to this thesis as it is time and cost 

effective method. 

Research Design 

Research design is an essential tool as it serves as a blueprint for meeting the 

established research study objectives. Besides, it helps researchers to arrive at 

the   answers, whilst effectively controlling the variance through logic that 

links the data to be collected to the initial research questions.  Generally 

research design is ―the arrangement of conditions for collection and analysis of 

data in a manner that aims to combine relevance to the research purpose in an 

economical way‖ (Sellitz, Jahoda, Deutsch & Cook., 1965, quoted in Terre 

Blanche & Durrheim, 1999). Furthermore, research design involves a series of 

rational decision making choices, which must be sensibly chosen by the 

researcher‘s, keeping in mind  the purpose of the study, the study setting, the 

extent of the researcher‘s interference, the time horizon, and the unit of 

analysis. It also entails the decisions to be made regarding the type of sample 

and data collection methods, how the variables are to be measured, and how the 

concepts and variables will be analyzed (Cavana, Sekaran, & Delahaye, 2001). 

All these research activities and processes are discussed below: 

a) Research Methods 

Quantitative verses Qualitative 

There are two types of data collection techniques namely, Qualitative and 

Quantitative techniques. In qualitative research technique interpretations are 

made on the basis of observation of the phenomenon (Zikmund, Babin, Carr, & 

Griffin, 2010). Researchers adopting this method depend on observing, 

listening and Interpreting phenomena rather than any statistical methods or 

numerical measurements. Observations, focus groups, in-depth interviews, are 

some examples of qualitative data collection methods. 
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Quantitative research methods, on the other hand, involve the measurement of 

concepts using scales that either directly or indirectly provide numerical data 

(Zikmund et al., 2010). These numerical data are then analyzed using 

mathematical procedures and statistical tools. These procedures can be 

extremely simple, such as percentages, or more complicated, such as statistical 

models or hypothesis testing using sophisticated softwares. Moreover, 

quantitative research methods enable researchers to determine the 

generalization power of the data collected from the sample to the population. 

To achieve this, quantitative methods rely on the use of fairly large samples 

collected through questionnaires or structured interviews.  

After reviewing in detail both research methods, it is acknowledged that there 

is no ideal method which should be followed. Both qualitative and quantitative 

research methods have their own strengths and weaknesses that a researcher 

must consider when deciding on adoption of the appropriate research method. 

Drawing on the discussion of research philosophy in above section, it was 

suggested that the present study follows a positivistic approach. The primary 

objective of the present study is to explore the relationship between Human 

Resource Development Climate and Organizational Citizenship Behavior. 

According to Huysamen 1997, quantitative research methodology typically 

discerns a cycle of successive phases of hypothesis formulation, data 

collection, analysis and interpretations. Therefore, the quantitative 

Methodology approach is used in the present study to provide a fast and 

economical alternative to qualitative methodology. Furthermore, this study 

investigates the prediction power of Human Resource Development Climate in 

ensuring and encouragement of Organizational Citizenship Behavior among the 

employees of the sample organization, as using this that is, quantitative 

research approach, which seeks to establish facts, make predictions, and test 

hypotheses that have already been  formulated.  

According to Rungtusanatham, Choi, Hollingsworth, Wu and Forza (2003), 

surveys are of two types; descriptive and relational. A descriptive study tries to 
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describe the current status of the phenomenon to explore what is going on or 

what exists in a particular situation (Isaac & Michael, 1971). While as a 

correlational study seeks to find the relationship between the variables 

(Tabachnik & Fidell, 2007). Therefore, the present study is proposed as the 

descriptive and correlational study. And researcher feels that is imperative to 

mention here that a Quantitative methodology is an appropriate for the present 

study in way that it helps in reducing errors, controlling biases, removing 

unwanted influences and in conducting an objective measurement and using 

proper statistical techniques. Pursuant to a correlational analysis, the 

independent variable in the present study include: Human Resource 

Development Climate. 

The participants in the present study were asked to describe their perception 

about the Human Resource Development Climate prevalent in their working 

organization. Now coming at the dependent variable of the present study that is 

Organizational Citizenship Behavior, this was assessed by asking the 

participants to rate the citizenship behavior of their subordinates in order to 

meet the preset objectives of the present study.  

To measure perception of respondents in the present study, survey research 

design is considered the most appropriate because researchers can gather data 

from a large population. According to Burns (2000) survey has two main 

advantages. First, it allows the respondents to answer questions at their own 

pace, thus contributing towards the accuracy of the responses. Second, survey 

method uses the same set of questions phrased in exactly similar way for each 

and every respondent which eliminates the bias that may be caused by the 

delivery wording, emphasis and style of interviewer. Survey method as a rule 

of thumb is a method of collecting data in pre-specified and prescribed format 

to facilitate the handling and analysis of data. Thus, data is collected from 

sample and opinion is formed about the entire population (Kerlinger & Lee, 

2000). Although sample needs to be selected in accordance to scientific 

research methodology. 
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b) Research Study Setting 

This is a field study because participants i.e. Branch Heads of Public and 

Private sector banks prevailing in J & K state have been contacted and they 

were asked to fill the questionnaires in their natural work environment. 

Variables were neither controlled nor manipulated, and no artificial settings 

were created for the study. 

c) Time Horizon 

The data for this research study was collected during the year 2014, from the 

Branch Heads of selected Private sector and Public sector banks of J & K State. 

So, the Branch Heads working in dominant Private sector and Public sector 

banks of J & K State were contacted so that they can spare more time for filling 

questionnaires adopted for the present study. 

d) Unit of Analysis 

The unit of analysis for this research thesis includes the Branch Heads 

(working in Public and Private sector banks of J & K state), as the present 

research study seeks to  ascertain  the perception regarding working 

environment (Human Resource Development Climate) and behavior 

(organizational citizenship behavior) among the sample for present study. 

Sampling Design  

This section undertakes, universe of the study, sample size, sampling 

techniques and sampling description. 

a) Universe of the Study 

Since the main aim of the present study is to explore the relationship between 

Human Resource Development Climate and Organizational Citizenship 

Behavior in the sample organization. An attempt has been made to have a 

representative sample of the population. Keeping in consideration various 

constraints like temporal and financial limitations, the present study has been 

restricted to only one state i: e Jammu and Kashmir. The study was further 
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restricted to four banks only namely, State Bank of India (SBI), Punjab 

National Bank (PNB), Jammu and Kashmir Bank (JKB), and Housing and 

Development Financial Corporation Bank (HDFC). Among these four banks 

two banks, namely, State Bank of India (SBI), Punjab National Bank (PNB) 

belong to Public sector and remaining other two banks, namely, Jammu and 

Kashmir Bank (JKB), and Housing and Development Financial Corporation 

Bank (HDFC) belong to Private sector. The reason behind the selection of a 

sample organization for the present study besides their dominance in the state 

of Jammu and Kashmir, has been made in view of the fact that among the best 

private sector banks, HDFC Bank and JKB have been ranked 1
st
 and 9

th
 

respectively by BSE and Bloomberg (2012) with maximum business 

operations, customer base and branch network in Jammu and Kashmir state 

even in whole northern India than any other private sector bank. Similarly, 

among public sector banks, two banks, namely, SBI and PNB ranked 1
st
 and 

13
th

 respectively by the same agencies have been selected, keeping in view that 

SBI is one of the largest public sector bank in the world and the largest public 

sector bank in India in terms of business turnover, branch network, customer 

base, advances, deposits and employment. Punjab National Bank is also 

considered as one of the largest public sector banks in India with maximum 

operations in Jammu and Kashmir. 

a. Sampling Procedure 

In this section researcher discusses about the processes and reasons behind 

choosing a sample of banks operating in the state of Jammu and Kashmir. 

There are certain vital factors that determine the sample validity for the present 

study. First, the characteristics of the population under study should be well 

represented by the sample undertaken or selected. Second, the representation of 

the source of data should be considered by carefully choosing the sampling 

design in which the sample elements being selected to represent the potential 

population. According to Zikmund et al. (2010) and Cavana, Delahaye, & 

Sekaran (2001), the representativeness of samples depends on two issues: the 
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sampling design and the sample size. Therefore, an appropriate sample design 

and size is must for the researcher to ensure that the sample subjects are not 

chosen from the extremes, but are truly representative of the characteristics of 

the population (Creswell, 2009). The sampling design and sample size are 

discussed below. 

Zikmund et al. (2010) has provided a seven-stage process of sampling 

procedures to assist in selecting a valid and efficient sample for this study. 

These stages are exhibited in Figure below and each stage is discussed in detail. 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

Figure 3.1: Stages in Research Process, Source Zikmund et al. (2010). 

Define the target Population 

Select a sampling frame 

Conduct fieldwork 

Determine if a probability or non- 
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chosen 

Plan procedure for selecting sampling units 

Determine sample size 

Select actual sampling units 
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Stage 1: The first stage in the sampling process commences with the 

identification of the population that the researcher intends to study (Creswell, 

2009). The target population must be carefully defined in order to identify the 

proper sources from which the data can be collected (Zikmund et al., 2010).  

The population for this study includes Branch Heads of four selected banks 

prevalent in the state of Jammu and Kashmir including two banks from Private 

sector and two banks from Public sector.  

Stage 2: The second stage after identification of the target population is to 

create a population frame. A population frame is a list of population elements 

from which a sample of study may be drawn (Zikmund et al., 2010). The 

sampling frame of this study included a total number of 1423 branch heads 

across the state. As the demand of the present study is such that the respondents 

must have a good knowledge about the organizational characteristics and the 

behaviors of the employees therein. Therefore, for this research study branch 

heads were elected as the chief respondents as they were expected to have an 

eagle eye on the activities and other all dealings in the organization/branch. 

Though it is always better to obtain ratings of OCB from a variety of sources, 

supervisors' ratings have been the widely used source of choice in almost all 

the literatures (Bateman and Organ, 1983; Organ and Konovsky, 1989; 

Padsakoff et al., 1990; Smith et al., 1983). Williams (1998) specifically 

addressed the question of the source of OCB measures. He found that when 

compared with co-workers, supervisors were able to provide relatively accurate 

and concrete pictures of an employee's Organizational Citizenship Behaviors. 

The supervisors' ratings were more likely to distinguish between in-role and 

extra-role behaviors and exhibited less variance in the factor structure of the 

citizenship behavior dimensions. Therefore, the responses of supervisors (i:e, 

Branch Heads) for the measurement of study variables seem to be the most 

reasonable choice.   

Table 3.1, below shows the number of branches of each bank. Thereby, 

indicating the estimated number of Branch Head population across the state 
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undertaken for the present study, as it is obvious that the number of branch 

heads will be equal to number of branches of each bank. This information was 

collected by researcher from the main head offices of these four banks 

operating in the Srinagar city. 

Table 3.1: Number of Branch Heads 
 

Nature of the Bank 
Approximate population of 

Branch Heads 
Private sector Banks Public sector Banks 

JKB - 683 

HDFC - 67 

- SBI 571 

- PNB 102 

Total 1423 

 

Stage 3:  The next stage after selection of the sampling frame is determination 

of sampling method or design. Sampling design is the approach used to select 

the units of analysis for study. Sampling is the process of selecting a sufficient 

number of subjects from the population so that by studying the sample, and 

understanding the characteristics of the sample subjects, it would be possible to 

generalize the characteristics of the population, (Radder, 2000). According to 

Leedy, (1997) different sampling designs may be more or less appropriate in 

different situations (Leedy and Ormrod, 2001). Sampling methods can be 

classified into two categories: non-probability sampling and probability 

sampling (Creswell, 2009). In probability sampling, every element in the 

population has a known, non-zero probability of being selected. In non-

probability sampling, on the other hand, the selection of sampling units is based 

on judgments such as convenience (Zikmund et al., 2010). A probability 

sampling can be simple random sampling, systematic probability sampling, 
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stratified probability sampling, cluster probability sampling and multi-stage 

probability sampling. 

Keeping the nature of the study in focus, which encompasses the whole of the 

India, the sample has been limited to Jammu And Kashmir State only, owing to 

cost and time considerations. After following these two stages of the sampling 

process, the proportionate stratified random sampling technique has been used 

in determining the sample size for the present study, which was drawn from 

four banks operating in the said state to ensure the appropriate representation of 

population elements in the sample 

Stage 4: After determining the sampling method, the next step involves 

establishing a plan for selecting sampling units. The sampling plan guides the 

researcher in determining the sample size and the level of accuracy, time and 

resources by specifying the operational procedures and methods to obtain the 

desired sample (Zikmund et al., 2010). In this study, a group of private sector 

and public sector banks in different locations across the state of Jammu and 

Kashmir were selected.  A questionnaire survey was used in collecting data, 

within a nine – month collection period. To ensure the completeness, accuracy 

and reliability of collected data before analysis, the questionnaires received 

were checked to make sure they were ready for coding and transfer to data 

storage. 

Stage 5: After establishing the sampling plan, the next step involves 

determining the sample size.  Details of the sample estimation procedure are as 

follows: 

I) On the basis of nature of bank, the banks undertaken for the present 

study were divided into two strata‘s I.e. Private sector banks and Public 

sector banks. 

II) Proportionate random sampling was used to select a representative  

sample from both public sector and private sector banks in the following 

ways: 
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a) First of all after knowing the total population of Branch Heads in all 

the four banks, online sample size calculator was used to roughly 

estimate the desired sample size for the present study. On using 

online sample size calculator, it was found that a sample of 303 

branch heads at 95% confidence level and at 3% of confidence 

interval was a good representative sample size. But to check the 

authenticity of this sample size, a sample size formula developed by 

Robert V. Krejcie and Daryle W. Morgan in year 1970 for 

calculating sample size when population size is known, the formula 

is given below: 

s =         X
2
 NP (1− P) 

               d
2
 (N −1) + X

2 
P(1− P) 

 

X
2
= table value of chi-square @ d.f=1 for desired confidence level (0.10=2.71, 

0.05=3.84, 0.01=6.64, and 0.001=10.83) 

N= population size  

P= population proportion (assumed to be 0.50) 

D= degree of accuracy (expressed as a proportion).  

 

On using above formula it was ascertained that the sample size calculated by 

using online sample size calculator is an authentic one, as the above formula 

also resulted in same sample size for the present study. Thus for the present 

study sample of 303 is considered to be as an appropriate and a representative 

one. 

Stage 6: After satisfying the authenticity of the sample size for the present 

study, now the question was to have a representative sample from each bank 

undertaken for the present study. Once the sample size is determined, the next 

step before proceeding to collect data is to select the sampling units. A 

sampling unit is a single element or group of elements subject to selection in 

the sample (Zikmund et al., 2010). In order to have a representative sample of 

each bank, proportionate weights were calculated by dividing the total 
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population of branch heads of a particular bank and then dividing it by the 

entire population of branch heads of all the four banks and multiplied by 100. 

In this way weights were calculated which was then divided by 100 and 

multiplied by estimated sample size i:e 303, so as to get a representative sample 

from each bank undertaken for the research objectives. Table 3.2, below shows 

the procedure of calculating the proportionate sample size: 

Table 3.2: Proportionate sample size 

Bank 
Approx. 

population (A) 

Weights (B) 

(B=A/total*100) 

Estimated 

sample size (C) 

Proportional 

sample 

size(D) 

(D=B/100*C) 

JKB 683 47.99 

303 

146 

SBI 571 40.12 121 

PNB 102 7.16 22 

HDFC 67 4.7 14 

Total 1423 100  303 

 

Stage 7: On the completion of stage six, the researcher was ready to proceed 

with data collection and conducting the fieldwork. 

Research instruments 

Following scales have been used to measure the variables of the study and also 

to find out the association between these variables. These measurement 

instruments have been critically examined by taking into consideration the 

items, reliability, validity, availability and ease of use. It was also taken care, 

whether these have been previously used in Indian scenario with success or not. 

Pre-testing of these instruments has been carried out and accordingly based on 

the feedback; modifications have been made in the wording of the statements to 

collect meaningful insights from the respondents. Wording of some of the 

statements have been refined to create a better understanding among the 
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respondents. In order to select a suitable measure for the study, insights and 

suggestions from the earlier studies have been immensely fruitful. 

 38 statements, comprehensive questionnaire on HRD Climate Survey 

developed by Rao and Abraham (1990) at Centre for HRD Xavier Labor 

Relations Institute, Jamshedpur. 

   24 item scale developed by Podsakoff, et al. (1990) was utilized to 

assess five dimensions of OCB proposed by Organ (1988). 

 And Demographic variables:  

 

Table 3.3: Summary of instruments used in the present study  

Variable Author of the scale Sub-Scale Number of items 

HRD Climate Rao and Abrahim (1990) 

General Climate 11 

OCTAPACE Culture 14 

HRD Mechanisms 13 

Total  38 items 

OCB Podsakoff et al.,(1990) 

Altruism 5 

Conscientiousness 5 

Civic-Virtue 4 

Courtesy 5 

Sportsmanship 5 

Total  24 items 

Demographic 

items 
Self drafted 

Like; nature of the bank, 

tenure, age, etc 
06 

Grand total  68 items 

 

i) Human Resource Development (HRD) Climate 

HRD Climate is a concept proposed by Rao and Abraham (1986) to explain the 

environment provided by organizations for the learning and development of its 
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employees. This includes both the policies and practices for HRD in an 

organization. They developed an instrument in year 1990 to measure the HRD 

Climate consisting of 38 items by dividing them into three categories i.e., the 

first category is General Climate which deals with the importance given to 

human resources development in general by the top management and line 

managers, second one is OCTAPACE Culture comprising eight factors namely, 

Openness, Confrontation, Trust, Autonomy, Pro-activity, Authenticity, 

Collaboration and Experimentation, includes the items which deal with the 

extent to which these stated above factors are valued and promoted in the 

organization, and the third category is HRD mechanism measures the extent to 

which various HRD subsystems such as such as training, performance 

appraisal, potential appraisal, organization development, feedback, and 

performance coaching, career planning, rewards, employee welfare, quality of 

work life and human resource information systems are implemented in the 

organization. This is the only scale found concerning this variable, as no other 

scale was found by the researcher besides this scale. The human resource 

development climate was measured on five point likert scale ranging from 

strongly disagree to strongly agree.  

ii) Organizational Citizenship Behavior  

For assessing the organizational citizenship behavior various tools are 

available, namely, Dyne, Graham & Dienesch (1994); Dyne & LePine (1998); 

Farh, Earley & Lin(1997); Lee & Allen (2002); Niehoff & Moorman (1993); 

Podsakoff, MacKenzie, Moorman & Fetter (1990); Scotter & Motowidlo 

(1996); Scotter, Motowidlo & Cross (2000); Smith, Organ & Near (1983); and 

Williams & Anderson (1991). Apart from this, an Indian measure for 

organizational citizenship behavior has been developed by Rajiv Kumar (2005) 

for non-government organizations. In order to remove the bias of common 

method variance, the OCB of the employee has been superior-rated. OCB scale 

developed by Podsakoff et al. (1990) following recommendations of Schwab 

(1980) and Churchill (1979) has been deployed in the present study.  
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Organ in the year 1988 defined OCB as, ―an individual behavior that is 

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

are behaviours for which employees are not explicitly rewarded for exhibiting 

nor punished for not exhibiting; and are behaviours for which employees do not 

receive training to perform and in the aggregate promotes the effective 

functioning of the organization‖. Podsakoff et al. in year 1990, generated items 

for each component of the OCB definition given by Organ (1988). The list of 

possible items was presented to a group of ten of their colleagues who were 

provided with definitions of the five dimensions and were then asked to place 

each item in the most appropriate OCB category. The final scale consisted of 

items which had at least 80% agreement. The final version of the survey has 24 

items. The coefficient alpha for the final version of the survey was 0.96, and 

the average inter-correlation among the OCB dimensions was 0.52. Thus we 

can say that the conceptual model proposed by organ in year 1988 was 

empirically validated by Podsakoff in year 1990. This scale consists of 24 

items measuring OCB of employees, responses are anchored on a seven point 

Likert scale ranging from 1= strongly disagree to 7= strongly agree. It 

measures altruism, conscientiousness, sportsmanship, courtesy and civic virtue 

dimensions of OCB. This scale has also been used by the Indian researchers in 

Modassir & Singh (2008). Altruism (five items) consists of items like ―This 

employee helps others who have heavy work load‖ and ―This employee helps 

others who have been absent.‖ Conscientiousness (five items) consists of 

sample items such as ―This employee does not take extra breaks‖ and ―This 

employee obeys the organization‘s rules and regulations even when no one is 

watching.‖ Sportsmanship (five items) consists of sample items ―This 

employee consumes a lot of time complaining about trivial matters‖ and ―This 

employee always finds fault with what the organization is doing.‖ Courtesy 

(five items) has sample items like ―This employee does not abuse the rights of 

others‖ and ―This employee considers the impact of his/her actions on 

coworkers.‖ Civic Virtue (four items) consists of sample items like ―This 
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employee keeps abreast of changes in the organization‖ and ―This employee 

attends meetings which are not mandatory but are considered important.‖ The 

OCB scale by Podsakoff et al. (1990) was chosen in this study because it was 

developed to capture all five dimensions of OCB. In this study, all dimensions 

of OCB are of interest. Thus, the Podsakoff.et al.(1990), survey was 

appropriate for the purpose of this study. 

Before this OCB instrument is actually employed for the present study, it has 

been distributed among the respondents for carrying out a pilot study. After the 

pilot study, some adaptations have been made in this instrument, so that it can 

precisely gauge the OCB of the respondents.  

iii) Demographic variables 

Employees tend to be attracted and motivated to serve their organization which 

are similar to their personal values O‘Reilly et al. (1991). Furthermore, 

Alexander et al. (1995), argued that organizational demographics are associated 

with organizational Climate and Culture. For this reason the background 

information, questions were put to profile the respondents and to summarize 

relevant information about their organization. The six demographic measures 

which include respondent‘s organization, the nature of the organization, 

(private sector bank/ public sector bank), gender, age, length of their service, 

and Tenure as branch head. This information was put with the view of 

providing a background data and to give an additional perspective on the 

organizations and the respondents (Golding, 2003). 

The effects on the demographic variables on the prediction and criterion 

variables should not be ignored. Their effects on the variables depicted in this 

study will be discussed in the next chapter. 
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Table 3.4: Questionnaire components 

Construct 

Total 

Number 

of items 

Type of 

variable 
Sub scales 

Number 

of items 
Source 

HRD 

Climate 
38 Independent 

General Climate 10 Rao and 

Abraham 

(1990) 

 

OCTAPACE 

Culture 
11 

HRD Mechanism 13 

OCB 24 Dependent 

Sportsmanship 5 

Podsakoff, 

et al. 

(1990) 

Altruism 5 

Courtesy 5 

Conscientiousness 4 

Civic virtue 4 

Demographic 

items 

6 

 
Independent 

Name of the bank 

 

 

 

 

 

Self items 

Nature of the 

organization 

Gender 

Age 

Length of the 

service 

Tenure as a 

Branch Head 
 

Ethics and Confidentiality  

A covering letter was added to the questionnaire that explained the objectives 

of the study and ensured the respondents about their privacy, confidentiality 

and anonymity. As the questionnaire used in this study was lengthy, so it was 

explained in the covering letter that it was important on part of the respondents 

to answer all the questions properly and accurately. Guidelines were provided 

at the beginning of each section about how to answer the questions like, 

respondents were asked to think about their organization while answering for 

Human Resource Development Climate questionnaire and in the same way 
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they were requested to think about their subordinates while rating them for 

Organizational Citizenship Behavior. And also, they were requested to provide 

their personal information in Background section of the questionnaire dealing 

with the demographic variables. 

A thanks note was placed at the end of the questionnaire for appreciating the 

respondents, for managing their time in completing the survey form. 

Brief Description of the Sample Organizations 

i) Jammu and Kashmir Bank (JKB) 

The Jammu and Kashmir Bank Ltd. (JKB) was founded on October 1, 1938 

and commenced its business on 4th July 1939, under letters patent issued by the 

then Maharaja of Jammu and Kashmir, Hari Singh. The Bank was considered 

the first of its nature and composition as a State owned bank in the country. In 

1971, the Bank acquired the status of a scheduled bank and was declared as an 

A-Class bank by the Reserve Bank of India in 1976. Following the extension of 

Central laws to the state of Jammu & Kashmir, the bank was defined as a 

government company as per the provisions of Indian Companies Act, 1956. 

The bank celebrated its platinum jubilee in the financial year, 2013. During this 

year, the bank successfully made a remarkable achievement of a total business 

of Rs 100000 crore and earned a net profit of Rs 1,000 crore. It is important to 

mention here that JKB is the only private sector bank designated as RBI‗s 

agent for banking business, and carries out the banking business of the Central 

Government, besides collecting central taxes for CBDT. JKB follows a two 

legged business model whereby it seeks to increase lending in its home state, 

which results in higher margins despite modest volumes, and at the same time, 

seeks to capture niche-lending opportunities on a pan-India basis to build 

volumes and improve margins. JKB operates on the principle of 'socially 

empowering banking' and seeks to deliver innovative financial solutions for 

household, small and medium enterprises. The Bank has a wide network of 
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more than 680 business units (branches) and more than 550 ATMs across the 

country as on March 31, 2013. 

ii) Housing Development and Finance Corporation Bank (HDFC) 

HDFC Bank is an acronym for Housing Development and Finance 

Corporation. The Bank was incorporated on 30th August 1994 and this new 

private sector Bank was promoted as a premier housing finance company. The 

bank is the first of its kind to receive an in-principle approval from the RBI for 

establishment of a bank in the private sector. The bank is engaged in providing 

a range of banking and financial services, including commercial banking and 

treasury operations. The Bank operates in four segments: treasury, which 

primarily consists of net interest earnings from the Bank‗s investment portfolio, 

money market borrowing and lending, gains or losses on investment operations 

and on account of trading in foreign exchange and derivative contracts; retail 

banking, which serves retail customers through a branch network and other 

delivery channels; wholesale banking, which provides loans, non-fund facilities 

and transaction services to corporate, public sector units, government bodies, 

financial institutions and medium scale enterprises, and other banking business, 

segment includes income from Para banking activities, such as credit cards, 

debit cards, third party product distribution, primary dealership business and 

the associated costs. The Bank at present as of 30 September 2013 has an 

enviable network of 3,251 branches and 11,177 ATMs spread In 2,022 cities 

across India (2013), and all branches of the bank are linked on an online real-

time basis. The Bank has overseas branch operations in Bahrain and Hong 

Kong. 

As of 31 March 2013, the company has 69,065 employees, out of which 12,295 

are women (17.80%). In June 2013, the company reported an annual attrition 

rate of approx. 20%. During the financial year 2012-13, the company incurred 

INR 42 billion on employee benefit expenses. 

 

http://en.wikipedia.org/wiki/Bahrain
http://en.wikipedia.org/wiki/Hong_Kong
http://en.wikipedia.org/wiki/Hong_Kong
http://en.wikipedia.org/wiki/Hong_Kong
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iii) State Bank of India (SBI) 

In India, State Bank of India is the largest state-owned banking and financial 

services company. As of December 2013, it had assets of US$388 billion and 

17,000 branches, including 190 foreign offices, making it the largest banking 

and financial services company in India by assets (Ibtimes.com, 2013-09-

04).The Bank provides banking services to the customer and in addition to the 

banking services, the Bank, provides a range of financial services through their 

subsidiaries, which includes life insurance, merchant banking, mutual funds, 

credit card, factoring, security trading, pension fund management and primary 

dealership in the money market. The Bank operates in four business segments, 

namely Treasury, Corporate/ Wholesale Banking, Retail Banking and Other 

Banking Business. The Treasury segment includes the investment portfolio and 

trading in foreign exchange contracts and derivative contracts. The 

Corporate/Wholesale Banking segment comprises the lending activities of 

Corporate Accounts Group, Mid Corporate Accounts Group and Stressed 

Assets Management Group. The Retail Banking segment consists of branches 

in National Banking Group, which primarily includes personal banking 

activities, including lending activities to corporate customers having banking 

relations with branches in the National Banking Group. The State Bank has a 

worldwide network, with over 16,000 branches, has the largest banking branch 

network in India. The bank has 156 overseas offices spread over 32 countries 

including Colombo, Dhaka, Frankfurt, Hong Kong, Johannesburg, London and 

environs, Los Angeles, Male in the Maldives, Muscat, New York, Osaka, 

Sydney, and Tokyo. In March 2008, the Bank opened its 10,000th branch and 

became only the second bank in the world to have more than 10,000 branches 

after China's ICBC. SBI is one of the largest employers in the country having 

222,033 employees as on 31 March 2014, out of which there were 45,132 

female employees (20%) and 2,610 (1%) employees with disabilities. On the 

same date, SBI had 42,744 Schedule Caste (19%) and 17,243 Schedule Tribe 

(8%) employees. The percentage of Officers, Assistants and Sub-staff was 
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36%, 46% and 18% respectively on the same date Hiring drive: 1,776 

Assistants and 1,394 Officers joined the Bank in FY 2013-14, for expansion of 

the branch network and to mitigate staff shortage, particularly at rural and 

semi-urban branches. Staff productivity: As per its Annual Report for FY 2013-

14, each employee contributed net profit of INR 4.85 lakhs. State Bank of India 

is a regional banking behemoth and has 20% market share in deposits and loans 

among Indian commercial banks. State Bank offers its customers with the 

convenience of over 43,000+ ATMs in India, the largest network in the country 

and continuing to expand fast. This includes the ATMs of State Bank of India 

as well as the Associate Banks - namely, State Bank of Bikaner & Jaipur, State 

Bank of Hyderabad, State Bank of Mysore, State Bank of Patiala, and State 

Bank of Travancore and wholly owned subsidiary viz. SBI Commercial and 

International Bank Ltd., using the State Bank ATM-cum-Debit (Cash Plus) 

card. 

iv) Punjab National Bank (PNB) 

Punjab National Bank was registered on 19 May 1894 under the Indian 

Companies Act. The bank opened for business on 12 April 1895. PNB has the 

distinction of being the first Indian bank to have been started solely with Indian 

capital that has survived to the present. PNB provides various banking products 

and services in India and internationally. The company offers personal banking 

products and services comprising savings accounts, current accounts, fixed 

deposits, nomination facilities, and debit cards, as well as various credit 

schemes, such as housing loans, car finance, personal loans, professional loans, 

educational loans, reverse mortgage loans, gold coins asset management 

business and various other credit schemes. It also provides corporate banking 

products and services. In March 2009, the Bank entered into an understanding 

with Tata Motors for financing entire range of passenger cars. Also, they 

executed an agreement with the Life Insurance Corporation of India for bank 

assurance, life insurance under the provisions of IRDA's Referral Arrangement. 

December 2012: PNB signed an agreement with US based life Insurance 
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company Metlife to acquire a 30% stake in MetLife's Indian affiliate MetLife 

India Limited. The company would be renamed PNB MetLife India Limited 

and PNB would sell MetLife's products in its branches. The bank has been 

ranked 248th biggest bank in the world by the Bankers' Almanac. In fiscal 

2012, its total domestic branches were 5670, including six extension counters. 

It comprises of 2193 rural, 1325 semi-urban, 1219 urban and 933 metropolitan 

branches. PNB has more than 520 specialized branches that include micro 

finance branches, retail asset branches, agricultural branches, small and 

medium enterprise branches, international banking branches and asset recovery 

management branches. Since its humble beginning in the 1980‗s with the 

distinction of being first Swadeshi bank, meaning by being the first Indian bank 

to have been started solely with Indian capital that has survived to the present. 

PNB has continuously strived for growth in business, which at the end of 2012 

amounted to Rs. 679823 crore. PNB is the largest nationalized bank in the 

country in terms of branch network, total business, advances, operating profits 

and low cost CASA deposits. PNB has also a strong capital base with capital 

adequacy ratio of 12.57 percent as of June, 2012 as per Basel II with tier I and 

tier II capital ratio at 9.33 percent and 3.245 respectively. The bank had 6,351 

branches in India as on 30 September 2014. It also had 4 overseas branches out 

of which 2 were in Dubai and one each in Dubai and Kabul. The total business 

of overseas branches was billion as on 31 March 2013, which accounted for 

6.98% of its total business. Bank also has one joint venture in Nepal - Everest 

Bank Limited which has 48 branches.  

As on 31 March 2013, the bank had 63,292 employees, out of which 11,594 

were women (18%). It also had 919 employees with disabilities on the same 

date (1.45%).The average age of bank employees on the same date was 46 

years. The bank reported business of INR 11.65 crores per employee and net 

profit of INR 8.06 lakhs per employee during the FY 2012-13.The company 

incurred INR 5,751 crores towards employee benefit expenses during the same 

financial year (http://www.bseindia.com/bseplus/AnnualReport). 
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Data Collection 

The researcher with hand collected data from Branch Heads working in the 

undertaken banks operating in J&K state. The responses were collected in 

person. The confidentiality of the responses was assured. After collection of the 

questionnaire; scores were assigned and systematically pooled for further 

analysis. 

Statistical Techniques and Analysis 

The following statistical techniques were used for analyzing the data as per the 

objectives of the study. 

1. Descriptive statistics- Frequency, Mean, Standard deviation and 

percentages. 

2. Correlation analysis between Human Resource Development Climate 

and Organizational Citizenship Behavior 

3. Regression analysis. 

 

Summary 

This chapter mainly focused on the research methodology adopted for the 

present study. This chapter also discussed about the research philosophy, 

research methods, sampling procedure along with the research instruments. 

The overview of statistical procedures adopted for the present study was also 

discussed. The next chapter will focus on the preliminary analysis of the data 

collected for the present study. 
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Preliminary Data Analysis 

 

n the previous chapter the very methodology chosen to examine the 

hypotheses set for this study was described. This chapter focuses on the 

preliminary analysis of the data collected for the present study and its 

appropriateness in relation to the data analysis. The primary focus of this 

chapter revolves around the reliability and validity of the research instruments 

adopted for the present study. This chapter also includes data screening 

through data preparation and assessment of normality of the data, mean, 

standard deviation and standard error. The chapter revealed the good 

psychometric properties of the survey measurements in the present study. The 

chapter concluded with some changes in the research instrument as a result of 

reliability and validity assessment.  

 

Pilot Study 

A pilot study on 103 samples was conducted using IBM SPSS software 

(Version 20). The Human Resource Development Climate questionnaire 

developed by Rao and Abraham was used to measure perception of employees 

about their HRD climate and the Organizational Citizenship Behavior was 

measured using a well developed scale of Podsakoff et, al. The pilot study 

indicated the robustness of the tools and the direction in which the study was 

proceeding was appropriate and also, the results of the pilot test suggested 

dropping of five items which were found having negative inter-item correlation 

and also because of redundancies and confusions and hence were eliminated 

from the research instruments. Hence, with the modifications, the questionnaire 

was finalized and administered, so as to get the true trace of affairs regarding 

HRD Climate and OCB in the sample organizations. In the upcoming sections 

all the details regarding the deletion of items with low loadings for reliability 

and validity will be presented.  

I 



 
Preliminary Data Analysis 

Department of Business & Financial Studies              170 
 

a) Data Preparation 

This section of the chapter presents the screening and cleaning of data collected 

before they were analyzed. 

b) Data Cleaning 

A total of 400 surveys were distributed along with the covering letters. After 

that, a follow-up call was made to the participants wherever needed. A total of 

322 filled survey questionnaires was returned, indicating an 80.5% response 

rate. However, only 316 (79%) surveys out of 322 were found appropriate and 

thus were retained for the further analysis for meeting the study objectives. 

After collecting the responses from the participants selected for the present 

study, the obtained data were entered into the SPSS (V. 20). Screening of data 

sets was performed to obtain a feel for the data and to determine if the data met 

the basic assumptions required prior conducting further analysis. This was done 

by examining basic descriptive statistics and frequency distributions. The most 

important step in data screening is to detect values that were improperly coded 

or out-of-range (Pallant, 2011). This was conducted by running a frequency test 

for every variable to detect these values. The results of this test did not detect 

any improperly coded response.  

c) Testing data for Normality: 

The most fundamental assumption in multivariate analysis is normality, 

referring to shape of data distribution for a variable and its correspondence to 

the normal distribution (Hair, et al., 2006). It is important to assess the impact 

of violating the normality assumption as statistical tests that depend on the 

normality assumption may be invalid. Consequently, any conclusion drawn 

from the sample would be in question (Kerlinger & Lee, 2000). Thus to meet 

the set assumptions of the present study i:e to use appropriate statistical 

techniques to test the hypotheses, it was necessary to check normality. 

Normality of variables is verified either by using statistical or graphical 

methods. There are two most important components of normality, skewness 
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and kurtosis which can be used to validate the assumption of normality of 

collected data (Tabachnick & Fidell, 2007). According to Pallant (2011), 

skewness refers to the symmetry of the distribution. In other words, skewness 

considers a variable skewed when its mean is not in the centre of the 

distribution. On the other hand, kurtosis provides information about the 

peakedness or flatness of the distribution. A positively skewed distribution has 

its tail point to the right (i.e. relatively few large values), whereas negatively 

skewed distribution has its tail off to the left (i.e. relatively few small values).  

According to Pallant, (2011) a distribution is considered to be normal when the 

values of skewness and kurtosis are equal to zero (in case of perfect 

distribution). According to Newsom (2005), who suggests that the absolute 

value of skewness be less than or equal to 2 and the absolute value of kurtosis 

be less than or equal to 3 are acceptable limits for the condition of normality to 

be satisfied. 

Following the suggestions from the authors above mentioned, in present study, 

all of the distributions were found normal as the absolute values of skewness 

and kurtosis were below 2 and 3, respectively. As a consequence all the 316 

cases were retained for the further statistical analyses. The results of the 

descriptive analysis containing these values are presented in Appendix section. 

d) Standard Deviations and Standard Errors of Mean 

In statistical analysis, Standard Deviation (SD) is a measure of how well the 

mean represents the observed data, whereas Standard Errors of the mean (SE) 

is an indication of how well a particular sample represents the population 

(Field, 2005). It is important to note that a large Standard Deviation (SD) 

signifies that the scores cluster more widely around the mean, thus indicating 

that the mean is not a good representation of the data. On the other hand, a 

small Standard Deviation (SD) indicates less dispersed data points about the 

mean, thus effectively represents the data. In case of Standard Errors (SE), the 

values represent the variability of the sample mean. A large Standard Error 

value indicates that there is a lot of variation between the means of the different 
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samples, which suggests that the sample is a poor representation of the 

population. Whilst a small Standard Error value refers that most of the sample 

means are similar to the population mean, meaning by that the sample is a 

truthful reflection of the population. 

For the present study, the values of SD and SE for all the variables were 

relatively small. Consequently, it can be concluded that the mean value can be 

used as a representative score for each variable in the data set. Moreover, the 

small values of the SE advocate that the sample undertaken for the present 

study was sufficiently representative of the population. 

Construct validity and reliability 

As for the present study, the questionnaires were adopted from literature; 

therefore it was imperative to assess their validity and reliability in Indian 

context in general and in J&K state in particular. Although, the scales used in 

the present study have been already used and verified by various Indian authors 

even though new scales in the field of OCB have been constructed or 

developed (e.g, Rajiv Kumar, 2005, for non-government organizations). But as 

far as suggestions are found from the literature, much evidence is available 

favoring the use of these scales for the present study, (Podsakoff, 2000 for use 

of 24 items OCB scale, and as mentioned earlier no other instrument was found 

available in the literature for the measurement of HRD Climate other than that 

scale or instrument used in the present study). The assessment of reliability and 

validity were deemed necessary as very few studies were available in the 

literature concerning the present research topic within the Indian context in 

general and Jammu And Kashmir State in particular. Given that each of the 

model constructs were measured using an independent scale, the reliability and 

validity of each scale was then tested through an assessment of Cronbach 

alpha, inter- item correlation and inter-total correlations. A pilot study was 

carried out over a sample size of 103 respondents to check the applicability and 

viability of research instruments used for the present study in the J&K context. 

The measures indicated in the deletion of few items, four from HRD Climate 
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instrument and one from OCB scale. The item number 11, 31, 37, and 38 from 

Human Resource Development Climate and item number 22 from 

Organizational Citizenship Behavior instrument were deleted as they were 

found having low inter-item correlation and item-total correlation scores and 

rest of the items from both the research instruments were retained for further 

analysis. Such an analysis of reliability and validity was performed through an 

assessment of internal consistency inter- item correlation and inter-total 

correlations. Sub-sections below present apiece assessment procedures and 

associated results. 

a) Scale Reliability 

Before moving towards the final analysis, it is important to check the goodness 

of data. There should be consistency in the responses because inconsistency of 

responses disturbs the reliability of collected data. ―Reliability refers to the 

systematic or consistent portion of scores‖ (Schwab, 1999). Reliability has also 

been conceptually defined by Schwab (1999), as the degree to which measures 

are free and thereby yield consistent results. In addition to this, reliability has 

been defined by Bryman & Cramer (2005), as a degree to which an instrument 

measures the same way each time it used under the same conditions with the 

same subject. 

According to Peterson (1994), a vertical consensus is found among the 

researchers that, for a scale to be valid and possess practical utility, it must be 

reliable. Thus, if the data is not reliable then further analysis can lead to 

erroneous conclusions. The reliability of each scale was determined using as 

suggestions given by Cronbach (1951). Based on criteria suggested by 

Nunnally and Bernstein (1994), Cronbach alpha coefficient estimates for all 

variables were decided on 0.70 and the lower acceptable reliability may be 

reduced to 0.60 as suggested in the literature (Manning & Munro 2006). 

In the present study, the survey questionnaire used two scales to measure the 

constructs proposed in the research framework. This conceptual framework 
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below; represents two constructs namely; human Resource Development 

Climate (Involving General Climate, OCTAPACE Culture and HRD 

Mechanism) and Organizational Citizenship Behavior (involving; Altruism, 

Conscientiousness, Civic-Virtue, Courtesy, and Sportsmanship). An analysis of 

the scale‘s reliability was done to ensure that such measurement scales 

employed in the present study consistently and accurately capture the meaning 

of constructs undertaken for the present study.  

Research Framework  

 

 

 

 

 

 

 

 

  

Figure 4. 1 Representing Research Framework. 

i) Reliability, (Internal Consistency) 

According to Kline (2005), the degree to which responses are consistent across 

the variables within a single measurement scale is referred to as an internal 
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responses collected for a given item correlate highly with each other (Garson, 

2009). The low value of Cronbach‘s Alpha coefficient indicates that the 

variables may be too heterogeneous, that they poorly represent the measure or 

construct, Santos (1999). If the coefficient of Cronbach‘s Alpha is greater than 

0.70, it is considered as an acceptable indicator of internal consistency, and as 

suggested in the literature (Bryman and Cramer, 2005; Hair, et al., 2006; 

Pallant, 2007; Santos, 1999), the values of 0.60 to 0.70 are at the lower limit of 

acceptability (Manning & Munro, 2006). Further Pallant in same year, added 

that the Cronbach‘s Alpha values are, however, quite sensitive to the number of 

items in the scale. When data have a multidimensional structure, Cronbach‘s 

Alpha coefficient is usually low (Bryman & Cramer, 2005); Cronbach‘s Alpha 

is also low for short scales with few items. 

In the technical language Cronbach‘s Alpha coefficient is not a statistical test 

rather it is the coefficient of reliability (or consistency), (Hair, et al., 2006; 

Santos, 1999). For this reason, it has been recommended by various experts or 

statisticians like Briggs & Cheek, 1986; and Pallant, 2007, that analysis of 

inter-total correlations for the items should be carried out properly. The result 

of values of Cronbach‘s Alpha Coefficients in the pilot study for HRD Climate 

scale was found to be 0.922 and for OCB it scored 0.874, which suggests a 

very good internal consistency for the scales used in the present study. Albeit, 

courtesy was found having low score for alpha= 0.680 (as shown in table 4.1), 

but it was accepted in light of the recommendations given by Manning & 

Munro 2006. Hence, it can be said that the measurement scales appear to have 

consistency in capturing the meanings of the model constructs. The coefficients 

of Cronbach‘s Alpha for both (HRD Climate and OCB) the scales along with 

their corresponding dimensions used in this study are presented below, table 

4.1: 
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Table. 4.1:Cronbach’s Alpha Values of the scales used in the present study 

 

Name of the scale Sub- Scale Number of 

Items 

Cronbach 

Alpha 

Coefficient 

Organizational 

Citizenship 

Behavior 

 23 0.874 

Altruism 5 0.755 

Conscientiousness 4 0.768 

Courtesy 5 0.680 

Civic- virtue 4 0.715 

Sportsmanship 5 0.722 

Human Resource 

Development 

Climate 

 38 0.922 

General Climate 10 0.844 

OCTAPACE 

Culture 
13 0.868 

HRD mechanisms 11 0.908 

 

ii) Validity  

Inter-total Correlation and Inter- item Correlation 

The research instruments were also analyzed for validity through an 

assessment of Inter-total Correlation and Inter-item Correlation, in order 

to ensure trustworthiness of research instruments. The inter–total 

correlation or corrected item-total correlation refers to the correlation of a 

variable, with the composite score of all variables (Items) forming the 

measure of the constructs. According to Nunnally (1978), variables 

within a measure are useful only to the extent that they share a common 

construct, the attribute to be measured. In addition to it he further 

mentioned that, the variables that correlate most highly with total scores 
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are the best items for a general-purpose test. In light of this statement, 

Briggs and Cheek (1986) recommended that item-total correlation should 

be carried out to purify the measures by eliminating ‗Garbage Items‘ 

before determining the factor that represents the particular construct. This 

approach helps in eliminating unnecessary items from the scale. 

For the present study inter-total correlation was carried out for both the 

scales. Following the recommendations of Pallant (2007), a value of the 

inter-total correlation less than 0.30, indicates that the variable is 

measuring something different from the constructs as a whole. In the 

present study the results of inter-item correlation revealed in inter-item 

correlation greater than >0.30, thereby indicating that each dimension of 

the constructs measure the same construct as proposed in the conceptual 

model. However, few items were found scoring below the thrash hold for 

inter-item correlation (<0.30), also were found not significantly 

contributing in the improvement of alpha coefficients, thus these items 

were not retained for subsequent analysis (Pallant, 2007). Tables 

presented below, demonstrate the psychometric properties of both the 

research Instruments under taken for the present study. 

The pilot study revealed that there is a positive correlation between all the 

items of General Climate except for item number 11, which was found to 

score below 0.30 and 0.40 for inter-item correlation and item-total 

correlation respectively across all other items as shown in table 4.2. 

However, cronbach‘s alpha α was found to be = 0.842 and further it was 

found to score high for α = 0.844 on deletion of item number 11. Therefore, 

on the basis of psychometric analysis all the items except item number 11 

were retained for the present study. 
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General Climate 

The pilot study revealed that there is a positive correlation between all the 

items of General Climate except for item number 11, which was found to 

score below 0.30 and 0.40 for inter-item correlation and item-total 

correlation respectively across all other items as shown in table 4.2. 

However, cronbach‘s alpha α was found to be = 0.842 and further it was 

found to score high for α = 0.844 on deletion of item number 11. Therefore, 

on the basis of psychometric analysis all the items except item number 11 

were retained for the present study 

Table 4.2: Psychometric analysis of General Climate 

 

 GC1 GC2 GC3 GC4 GC5 GC6 GC7 GC8 GC11 GC13 GC36 
Item –

total 
Alpha α 

GC1 1           0.414 

.844 

GC2 .538 1          0.640 

GC3 .514 .493 1         0.665 

GC4 .479 .346 .365 1        0.455 

GC5 .409 .401 .406 .357 1       0.564 

GC6 .328 .451 .469 .492 .361 1      0.529 

GC7 .414 .339 .349 .367 .346 .372 1     0.470 

GC8 .488 .422 .472 .313 .435 .351 .326 1    0.573 

GC11 -.101 .111 .-203 .220 .167 .231 .108 .236 1   0.315 

GC13 .319 .553 .507 .326 .354 .421 .305 .362 .335 1  0.587 

GC36 .302 .393 .472 .559 .377 .397 .335 .413 .410 .417 1 0.549 
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OCTAPACAE Culture  

The pilot study revealed that, there prevails a positive correlation between the items of OCTAPACE Culture and Cronbach‘s alpha 

was found to be α = 0.976 on deletion of item number 31. The psychometric analysis of OCTAPACE Culture (table4.3), delineates 

that for all the items except for item number 31, the inter-item correlation and item-total correlation was above .30 and .40 

respectively. Thus, all the other items scoring above 0.30 and 0.40 for inter-item correlation and item-total correlation were 

retained for further analysis. 

Table 4.3: Psychometric analysis of OCTAPACE Culture 
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Inter-

total 

correlati

on 

Alpha α 

OCTAPACE9 1              .540 

0.976 

OCTAPACE10 .734 1             .622 

OCTAPACE18 .417 .532 1            .547 

OCTAPACE19 .383 .458 .700 1           .505 

OCTAPACE20 .456 .582 .366 .339 1          .515 

OCTAPACE22 .362 .440 .463 .440 .432 1         .528 

OCTAPACE23 .440 .383 .502 .424 .390 .544 1        .537 

OCTAPACE25 .446 .346 .585 .462 .436 .398 .301 1       .510 

OCTAPACE27 .561 .489 .342 .341 .387 .392 .334 .504 1      .602 

OCTAPACE28 .404 .343 .379 .489 .447 .370 .307 .442 .680 1     .574 

OCTAPACE29 .439 .597 .406 .517 .492 .440 .397 .442 .539 .554 1    .530 

OCTAPACE30 .450 .354 .534 .357 .458 .427 .546 .478 .428 .415 .552 1   .508 

OCTAPACE31 .274 .167 .104 .039 .202 .193 .186 .283 -.382 -.349 .168 .222 1  .207 

OCTAPACE32 .374 .367 .404 .539 .502 .393 .486 .383 .382 .349 .468 .522 .477 1 .473 
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HRD Mechanisms 

The pilot study divulged that Cronbach‘s alpha for HRD Mechanisms to be α = 0.967 on deletion of two items (item number 37 & 

38). The inter- item correlation and item to total correlation was found to be above .30 and 0.40 respectively, for all the items 

excluding item number 37 and item number 38 which were found scoring below the thrash hold limit, as shown in the table 4.4. 

Thus, these two items were not retained for further analysis. 

Table 4.4: Psychometric analysis of HRD Mechanisms 
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Alpha α 

HRDM12 1             0.703 

0.967 

HRDM14 .541 1            0.658 

HRDM15 .500 .478 1           0.621 

HRDM16 .495 .508 .478 1          0.606 

HRDM17 .440 .540 .461 .439 1         0.654 

HRDM21 .541 .455 .411 .339 .475 1        0.657 

HRDM24 .522 .437 .459 .455 .538 .533 1       0.693 

HRDM26 .535 .428 .427 .417 .479 .515 .610 1      0.666 

HRDM33 .490 .403 .466 .432 .501 .504 .499 .428 1     0.654 

HRDM34 .520 .495 .402 .392 .452 .564 .550 .540 .552 1    0.679 

HRDM35 .537 .534 .480 .501 .469 .486 .458 .517 .529 .496 1   0.688 

HRDM37 -.245 -.104 .076 .222 .178 -.117 -.234 .108 .156 .261 .091 1  0.312 

HRDM38 -.105 -.144 -.168 .083 .128 .155 -.295 .114 .261 -.266 .077 .204 1 0.297 
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Altruism: 

Pilot study revealed that there is a positive correlation between the items of 

Altruism (see table 4.5) and the cronbach‘s alpha score was found to be α = 

0.755 and inter- item correlation and item to total correlation was found to be 

above .30 and .40 for all the items respectively which proves the reliability of 

the scale and all five items were retained for the final analysis. 

 

Table 4.5: Psychometric analysis of Altruism 

[ 

 

 

  

 ALT1 ALT10 ALT13 ALT15 ALT23 
Item-total 

correlation 
Alpha α 

ALT1 1     0.517 

0.755 

ALT10 .585 1    0.565 

ALT13 .310 .307 1   0.490 

ALT15 .321 .377 .430 1  0.534 

ALT23 .538 .347 .419 .443 1 0.500 
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Conscientiousness 

Pilot study revealed that there is a positive correlation between the items of 

conscientiousness (see table 4.6) and the cronbach‘s alpha score was found to 

be α = 0.755 on deletion of item number 22 and inter- item correlation and item 

to total correlation for other items was found to be above .30 and .40 

respectively which proves the reliability of the scale. However, item number 22 

was foutnd to have negative correlation with the other items of the scale and 

hence this was dropped for the final analysis. 

 

Table 4.6:  Psychometric analysis of Concientiousness 

 

 Consc3 Consc18 Consc21 Consc22 Consc24 
Inter-Total  

Correlation 

Alpha 

α 

Consc3 1     0.520 

0.768 

Consc18 .316 1    0.532 

Consc21 .364 .498 1   0.551 

Consc22 -.202 .278 .107 1  0.333 

Consc24 .419 .510 .496 .398 1 0.693 
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Courtesy 

Pilot study also revealed in a positive correlation between all the items of 

Courtesy (see table 4.7) and the cronbach‘s alpha score was found to be α = 

0.680 which was accepted on following the recommendations of Manning & 

Munro (2006). And inter- item correlation and item to total correlation for all 

the items was found to be above .30 and .40 respectively which proves the 

reliability of the scale and all items of Courtesy were retained for the final 

analysis. 

Table 4.7: Psychometric analysis of Courtesy 

 Court5 Court8 Court14 Court17 Court20 
Inter-Total  

Correlation 

Alpha 

α 

Court5 1     0.439 

0.680 

Court8 .372 1    0.430 

Court14 .645 .542 1   0.432 

Court17 .704 .596 .370 1  0.544 

Court20 .356 .680 .461 .360 1 0.659 
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Civic-Virtue 

Pilot study also revealed a positive correlation between the items of Civic-

Virtue (see table 4.8) and the Cronbach‘s alpha score was found to be α = 0.715 

above the thrash hold limit. And an inter- item correlation and item to total 

correlation for all the items was found to be above .30 and .40 respectively, 

which proves the reliability of the scale and all items related to Civic-Virtue 

were retained for the final analysis. 

 

Table 4.8: Psychometric analysis of CIVIC-VIRTUE 

 CIVIC6 CIVIC9 CIVIC11 CIVIC12 
Item-total 

correlation 

Alpha 

α 

CIVIC6 1    0.598 

0.715 

CIVIC9 .427 1   0.445 

CIVIC11 .508 .533 1  0.623 

CIVIC12 .441 .669 .430 1 0.521 
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Sportsmanship: 

Pilot study also revealed a positive correlation between the items of 

Sportsmanship (see table 4.9) and the cronbach‘s alpha score was found to be α 

= 0.722 above the acceptable limit. And an inter- item correlation and item to 

total correlation for all the items was found to be above .30 and .40 

respectively, which proves the reliability of the scale and thus, all items related 

to Sportsmanship were retained for the further analysis. 

 

Table 4.9: Psychometric analysis of Sportsmanship 

 

 Sport2 Sport4 Sport7 Sport16 Sport19 
item- total 

correlation 

Alpha 
α 

Sport2 1     0.476 

0.722 

Sport4 .584 1    0.649 

Sport7 .342 .521 1   0.536 

Sport16 .666 .404 .431 1  0.580 

Sport19 .441 .438 .591 .456 1 0.674 

 

Summary: 

This chapter outlined the appropriateness of the data obtained for the present 

study. It also discussed about the good psychometric properties of the 

measurement scales used in the present study with some recommendations for 

the deletion of few items. The next chapter will undertake the analysis of the 

data. 
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Data Analysis & Result Interpretation 

 

This chapter deals with the data analysis along with the interpretation of the 

results obtained using the statistical tools applied in analyzing the data 

collected for the present study. This chapter further provides a demographic 

profile of the respondent’s in terms of their organization, nature of their 

organization, gender, age, tenure and length of service. This chapter also 

presents descriptive analysis of the Human Resource Development Climate and 

Organizational Citizenship Behavior. The other sections of this chapter 

presents correlation and regression analysis.  

 

Demographic Profile of Respondents  

Respondents demography has been defined as ―the study of the composition of 

a social entity in terms of its members‘ attributes‖ Pfeffer (1983). As stated 

earlier the present study was limited to only 316 Branch Heads. The six 

demographic measures which include respondent‘s nature of organization 

(private sector bank/ public sector bank), name of the bank, gender, age, length 

of their service, Tenure as branch head. This information was put with the view 

of providing a background data and to give an additional perspective on the 

organizations and the respondents (Golding, 2003). High efforts were made in 

making the sample representative by giving a justified representation of the 

above mentioned demographic characteristics.  
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Table 5.1: Aggregate Demographic Profile- As per Age 

Age JK Bank SBI PNB HDFC Total Percent 

30-35 3 0 4 3 10 3% 

36-40 14 14 7 7 42 13% 

41-46 43 36 4 1 84 27% 

47-50 70 43 5 3 121 38% 

>50 23 29 4 3 59 19% 

TOTAL 153 122 24 17 316 100 

 

The above table 5.1, reveals that the present study constitutes a sample 

where majority of the respondents (Branch Heads) belonged to the age 

group of 47-50 years (38 percent) followed by age group 41-46 years (27 

percent), above 50 years (19 percent), 36-40 years (13 percent) and 30-35 

years (3percent) respectively. 

 

Figure 5.1: Aggregate Demographic Profile- As per Age 
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Table 5.2: Aggregate Demographic Profile: As Per Gender 

Gender JK B SBI PNB HDFC Total Percent 

Male 114 93 21 14 242 76.5 

Female 39 29 3 3 74 23.5 

Total 153 122 24 17 316 100 

 

The table 5.2, reveals that the males constituted 76.5% of the total sample 

while as females constituted only 23.5% of it.  

 

Figure 5.2: Aggregate Demographic Profile: As Per Gender  
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Table 5.3: Aggregate Demographic Profile: As Per Length of Service 

L-O-S JK Bank SBI PNB HDFC Total Percent 

1-10YRS - 9 5 0 14 4.43 

11-20YRS 25 33 5 3 66 20.88 

21-30 YRS 68 40 7 8 123 38.92 

>30 YRS 60 40 7 6 113 35.75 

TOTAL 153 122 24 17 316 100 

As it is evident from the table 5.3, that the responses have been collected from 

those branch heads, which had been with their organization for more than 20 

years. The results reveal that the majority of the respondents were those who 

had served their organization for 21-30 years (38.92 percent) followed by 113 

respondents (35.75 percent) who had worked with their organizations for more 

than 30 years, 11-20 years (20.88 percent) by 66 respondents and 1-10 years 

(4.43 percent) by only 14 employees respectively. 

 

Figure 5.3: Aggregate Demographic Profile: As Per Length of Service 
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Table 5.4: Aggregate Demographic Profile: As Per Tenure (Being Branch Head) 

Tenure JK Bank SBI PNB HDFC Total Percent 

>1-3 Yrs 23 10 8 7 48 15.18 

>3-6yrs 15 10 4 7 36 11.39 

>6-9 Yrs 44 44 5 3 96 30.37 

>9-12yrs 38 37 4 - 79 25 

>12 Yrs 33 21 3 - 57 18.03 

Total 153 122 24 17 316 100 
 

The results shown in the table 5.4, assures that the 30.37% of the sample have 

been the head of the branches in their respective banks for more than 6-9 years 

followed by 25% of the sample for more than 9-12 years, 18.03% of the sample 

for more than 12 years and 15.18% to 11.39% of respondents by 1-3 years and 

3-6 years respectively.  

 

Figure 5.4: Aggregate Demographic Profile: As Per Tenure (Being Branch Head) 
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Table 5.5: Aggregate Demographic Profile: As Per Nature of Organization 

N-O-O JK Bank SBI PNB HDFC Total Percent 

PUBLIC - 122 24 - 146 46.2 

PRIVATE 153 - - 17 170 53.8 

TOTAL 153 122 24 17 316 100 
 

 

As per the above 5.5, it is evident that the majority of the participation has been 

of private sector bank employees with 53.8% followed by public sector bank 

employees with 46.2% participation.  

 

 

Figure 5.5: Aggregate Demographic Profile: As Per Nature of Organization 
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Overall Descriptive Statistics 

 

The table 5.6, presents the overall descriptive statistics of Human Resource 

Development Climate and Organizational Citizenship Behavior across the 

sample undertaken for the present study. 
 

 

Table 5.6: Overall Descriptive Statistics 

 

 

Dimensions 
N 

Valid 
Mean 

Std. 

Deviation 
Percent 

General Climate 

316 

3.4030 0.57627 68% 

OCTAPACE Culture 3.3619 0.61674 67% 

HRD Mechanism 3.3101 0.62651 66% 

Overall HRD Climate 3.3927 0.57277  

Altruism 4.7844 1.15757 68% 

Conscientiousness 4.8348 1.23337 69% 

Courtesy 4.7392 1.08279 67% 

Civic Virtue 4.6500 1.13620 66% 

Sportsmanship 3.9813 1.06610 57% 

Overall OCB  4.6501 0.86276  

 

The above table 5.6, provides an insight about the perception of respondents in 

context with the understudy variables i:e, Human Resource Development 

Climate and Organizational Citizenship Behavior. The respondent‘s 

demographic characteristics were also analyzed to gain an in-depth sapience 

about their perception. It is eminent from the above table, that General Climate 

was very well perceived by the respondents (68%) as compared to other 

dimensions of HRD Climate. However, it is conscientiousness which was 
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highly perceived by the respondents over other dimensions of organizational 

citizenship behavior (OCB). Therefore, it can be concluded that, the sample 

study organizations consist of a moderate Developmental climate with the 

moderate exhibition of Citizenship Behavior by its member employees.  

 

 

 

 

Figure 5.6:  Represents Overall Descriptive Statistics  
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Descriptive Statistics  

Descriptive Statistics of  Dimensions of HRD Climate  
 

Table: 5.7 Mean differences of General Climate, OCTAPACE Culture and 

HRD Mechanism  with  Organizations 

Organization 
General 

Climate 

OCTAPACE 

Culture 

HRD 

Mechanism 

J&K Bank 

Mean 3.4272 3.2923 3.2710 

N 153 153 153 

Std. Deviation .53804 .64937 .65480 

SBI 

Mean 3.3480 3.4368 3.3525 

N 122 122 122 

Std. Deviation .58458 .55238 .56300 

PNB 

Mean 3.3144 3.2887 3.1731 

N 24 24 24 

Std. Deviation .81399 .79218 .80238 

HDFC 

Mean 3.7059 3.5546 3.5520 

N 17 17 17 

Std. Deviation .33638 .36903 .46173 

Total 

Mean 3.4030 3.3619 3.3101 

N 316 316 316 

Std. Deviation .57627 .61674 .62651 
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The above table 5.7, provides a relative picture of dimensions of HRD Climate 

in relation with Organization. The results reveal that, the respondents of HDFC 

perceived more of General Climate with a mean of 3.7059 followed by J&K 

bank with the mean score of 3.4272, SBI with the mean score of 3.3480 

ranking 3
rd

 and lastly by the respondents from PNB with the mean score of 

3.3144 respectively. In the same way, OCTAPACE Culture the second 

dimension of HRD Climate has also been perceived more by the respondents of 

HDFC Bank gaining the mean score of 3.555 followed by the respondents 

working in SBI with a mean value of 3.437, subsequently followed by J&K 

Bank listing its mean value to 3.292 and lastly it is PNB which scored low 

mean value when compared with other banks it scored only 3.289 respectively. 

Similarly, for the third and the last dimension of HRD  Climate that is HRD 

Mechanisms, again HDFC Bank ranked first with the mean score of 3.552 

followed by SBI, J&K Bank, and PNB with the mean values of 3.353, 3.271, 

and 3.173 respectively. 
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Table 5.8: Descriptive statistics of HRD Climate dimensions (General 

Climate, OCTAPACE Culture and HRD Mechanism) with 

Nature of Organization 

 

Nature of Orgnazation 
General 

Climate 

OCTAPACE 

Culture 

HRD 

Mechanism 

Public 

Mean 3.3425 3.4124 3.3230 

N 146 146 146 

Std. 

Deviation 
.62484 .59766 .60916 

Private 

Mean 3.4551 3.3185 3.2991 

N 170 170 170 

Std. 

Deviation 
.52736 .63118 .64263 

Total 

Mean 3.4030 3.3619 3.3101 

N 316 316 316 

Std. 

Deviation 
.57627 .61674 .62651 

 

The overall descriptive means as reflected in the above table 5.8 reveals that, 

the mean score for General Climate in private sector banks to be 3.455 against 

public sector banks where means scored 3.343, indicating that the private 

sector banks perceive more of General Climate than their public counterparts. 

However, in contrast to it, the results depict that public sector bank employees 

perceive more of OCTAPACE Culture and HRD Mechanisms with the mean 

score of 3.4124 and 3.323 respectively, than the private sector bank employees 

with the mean value of 3.319 and 3.299 respectively. 
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Table 5.9: Descriptive statistics of HRD Climate dimensions (General 

Climate, OCTAPACE Culture and HRD Mechanism) with Age 

of respondents 
 

Age 
General 

Climate 

OCTAPACE 

Culture 

HRD 

Mechanism 

30-35 

Mean 3.5000 3.2286 3.0462 

N 10 10 10 

Std. Deviation .59882 .55716 .56200 

36-40 

Mean 3.4069 3.3214 3.2766 

N 42 42 42 

Std. Deviation .62283 .75068 .69741 

41-46 

Mean 3.4654 3.4031 3.3535 

N 84 84 84 

Std. Deviation .52450 .53769 .58609 

47-50 

Mean 3.3734 3.3560 3.3242 

N 121 121 121 

Std. Deviation .58667 .61783 .62668 

>50 

Mean 3.3559 3.3668 3.2881 

N 59 59 59 

Std. Deviation .59715 .63949 .64684 

Total 

Mean 3.4030 3.3619 3.3101 

N 316 316 316 

Std. Deviation .57627 .61674 .62651 

 

From the above table 5.9, it is evident that majority of the respondents 

belonging to the age group of 30-35 years perceived more General 

Climate with a mean score of 3.500 while the respondents belonging to 

the age group of 41-46 years perceived more OCTAPACE Culture and 

HRD Mechanisms within their organizations with the mean score of 

3.403 and 3.353 respectively. 
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Table 5.10: Descriptive statistics of HRD Climate dimensions (General 

Climate, OCTAPACE Culture and HRD Mechanism) with 

Gender 
 

Gender 
General 

Climate 

OCTAPACE 

Culture 

HRD 

Mechanism 

Male 

Mean 3.3993 3.3533 3.3055 

N 242 242 242 

Std. Deviation .59908 .62670 .64569 

Female 

Mean 3.4152 3.3900 3.3254 

N 74 74 74 

Std. Deviation .49795 .58618 .56305 

Total 

Mean 3.4030 3.3619 3.3101 

N 316 316 316 

Std. Deviation .57627 .61674 .62651 

 

It is noticeable from the table 5.10, that there is a slight variation in the 

mean scores of males and females. Thus, it can be concluded that on the 

basis of gender there is no differentiation of perception with regard to the 

General Climate and HRD Mechanisms. However, OCTAPACE Culture 

was perceived more by females as compared to the male employees.   
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Table 5.11: Descriptive statistics of HRD Climate dimensions (General 

Climate, OCTAPACE Culture and HRD Mechanism) with 

Length of Service. 

Length of Service 
General 

Climate 

OCTAPACE 

Culture 

HRD 

Mechanism 

1-10yrs 

Mean 3.1039 3.1939 3.1758 

N 14 14 14 

Std. 

Deviation 
.67736 .67961 .60376 

>10-20 

yrs 

Mean 3.4022 3.4102 3.3963 

N 66 66 66 

Std. 

Deviation 
.58809 .53471 .53571 

>20-

30yrs 

Mean 3.4257 3.3449 3.2808 

N 123 123 123 

Std. 

Deviation 
.54050 .61755 .62802 

>30yrs 

Mean 3.4159 3.3729 3.3084 

N 113 113 113 

Std. 

Deviation 
.59151 .65533 .67668 

Total 

Mean 3.4030 3.3619 3.3101 

N 316 316 316 

Std. 

Deviation 
.57627 .61674 .62651 

 
 

From the above table 5.11, it is clear that those employees who have been 

with their organizations for >20-30 years rated General climate higher as 

compared to those employees who had worked within their organizations 

for the rest of the service groups. However, in contrary to General 

Climate, employees who had worked with their organizations for >10-20 

years perceived high of OCTAPACE Culture and HRD Mechanisms 

respectively when compared with other service groups. 
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Table 5.12: Descriptive statistics of HRD Climate dimensions (General 

Climate, OCTAPACE Culture and HRD Mechanism) with 

Tenure 
 

Tenure General Climate OCTAPACE Culture HRD Mechanism 

1-3YRS 

Mean 3.3769 3.3140 3.3798 

N 48 48 48 

Std. Deviation .63179 .58508 .62015 

>3-6YRS 

Mean 3.4722 3.4246 3.3611 

N 36 36 36 

Std. Deviation .55482 .55063 .56521 

>6-9YRS 

Mean 3.4186 3.3356 3.3005 

N 96 96 96 

Std. Deviation .51905 .62020 .61316 

>9-12YRS 

Mean 3.3959 3.3861 3.2629 

N 79 79 79 

Std. Deviation .59024 .66462 .68411 

Above 

12yers 

Mean 3.3652 3.3734 3.3009 

N 57 57 57 

Std. Deviation .62666 .62314 .62175 

Total 

Mean 3.4030 3.3619 3.3101 

N 316 316 316 

Std. Deviation .57627 .61674 .62651 

 

It is apparent from the above table 5.12, that those employees who have 

been the branch heads from >3-6 years professed existence of General 

Climate and OCTAPACE Culture more as compared to other tenure 

groups respectively. Subsequently, HRD Mechanisms have been reported 

high by those respondents who had been branch heads for 1-3 years. 

 



 
Data Analysis & Result Interpretation  

Department of Business & Financial Studies               201 
 

 

Descriptive Statistics of Dimensions of OCB 

 

Table 5.13: Descriptive statistics of OCB dimensions (altruism, 

conscientiousness, courtesy, civic virtue and sportsmanship) with 

the Nature of Organization 

 

Nature of 

organization 
Altruism Conscientiousness  Courtesy 

Civic 

virtue 
Sportsmanship 

Public 

Mean 4.8540 4.9027 4.9247 4.6757 3.9295 

N 146 146 146 146 146 

Std. 

Deviation 
1.12374 1.25401 1.00677 1.04820 .99309 

Private 

Mean 4.7247 4.7765 4.5800 4.6279 4.0259 

N 170 170 170 170 170 

Std. 

Deviation 
1.18590 1.21603 1.12269 1.20932 1.12604 

Total 

Mean 4.7844 4.8348 4.7392 4.6500 3.9813 

N 316 316 316 316 316 

Std. 

Deviation 
1.15757 1.23337 1.08279 1.13620 1.06610 

 

From the above table 5.13; it can concluded, that, altruism, courtesy and 

conscientiousness scored high in Public sector banks, while 

sportsmanship scored high in private sector banks. However, slight 

variation was noticed in the perception with regard to civic-virtue among 

the respondents on the basis of nature of the organization. 
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Table 5.14:  Descriptive statistics of OCB dimensions (altruism, 

conscientiousness, courtesy, civic virtue and sportsmanship) with 

the Organizations 
 

Organization Altruism Conscientiousness Courtesy 
Civic 

Virtue 
Sportsmanship 

J&K 

Bank 

Mean 4.6863 4.7595 4.5412 4.5523 4.0052 

N 153 153 153 153 153 

Std. 

Deviation 
1.22770 1.21836 1.12832 1.23466 1.14316 

SBI 

Mean 4.8000 4.8590 4.8918 4.5902 3.9311 

N 122 122 122 122 122 

Std. 

Deviation 
1.13952 1.29862 1.05051 1.04351 .93518 

PNB 

Mean 5.1282 5.1250 5.0917 5.1104 3.9208 

N 24 24 24 24 24 

Std. 

Deviation 
1.01775 .99006 .74128 .98090 1.27142 

HDFC 

Mean 5.0706 4.9294 4.9294 5.3088 4.2118 

N 17 17 17 17 17 

Std. 

Deviation 
.62826 1.22054 1.03668 .64668 .96817 

Total 

Mean 4.7844 4.8348 4.7392 4.6500 3.9813 

N 316 316 316 316 316 

Std. 

Deviation 
1.15757 1.23337 1.08279 1.13620 1.06610 

 

It is perceptible from the above table 5.14 that, the altruism, 

conscientiousness and courtesy are more prevalent in Punjab National 

Bank (PNB) while other two dimensions of Organizational Citizenship 

Behavior, civic virtue and sportsmanship were found existing more in 

Housing and development Financial Corporation (HDFC Bank).  
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Table 5.15: Descriptive statistics of OCB dimensions (altruism, 

conscientiousness, courtesy, civic virtue and sportsmanship) with 

the Gender 

 

Gender Altruism Conscientiousness Courtesy 
Civic 

Virtue 
Sportsmanship 

Male 

Mean 4.8050 4.8083 4.7537 4.7056 4.0223 

N 242 242 242 242 242 

Std. 

Deviation 
1.16476 1.24651 1.08670 1.14795 1.07526 

Female 

Mean 4.7173 4.9216 4.6919 4.4682 3.8473 

N 74 74 74 74 74 

Std. 

Deviation 
1.13899 1.19351 1.07586 1.08459 1.03132 

Total 

Mean 4.7844 4.8348 4.7392 4.6500 3.9813 

N 316 316 316 316 316 

Std. 

Deviation 
1.15757 1.23337 1.08279 1.13620 1.06610 

 
 

It can be concluded from the above table 5.15 that, males with the mean 

score relatively higher for almost all the five dimensions of 

Organizational citizenship behavior, professed presence of Organizational 

citizenship behavior within their organizations more as compared to 

females. 
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Table 5.16: Descriptive statistics of OCB dimensions (altruism, 

conscientiousness, courtesy, civic virtue and sportsmanship) with 

the Age of Respondents 
 

Age Altruism Conscientiousness Courtesy  
Civic 

Virtue 
Sportsmanship 

30-35 

Mean 4.9600 4.8800 4.6800 4.8250 3.9000 

N 10 10 10 10 10 

Std. Deviation .74714 1.21179 .87534 
1.2306

8 
1.33417 

36-40 

Mean 4.9524 5.0048 4.9571 5.0595 4.1095 

N 42 42 42 42 42 

Std. Deviation 1.14407 1.29802 1.13269 
1.0488

2 
.96898 

41-46 

Mean 4.7024 4.8024 4.7238 4.5298 3.9833 

N 84 84 84 84 84 

Std. Deviation 1.07971 1.17995 1.03849 
1.1115

5 
1.03165 

47-50 

Mean 4.7742 4.8628 4.7669 4.6335 3.9512 

N 121 121 121 121 121 

Std. Deviation 1.21452 1.19416 1.08761 
1.1899

5 
1.12191 

>50 

Mean 4.7729 4.6949 4.5593 4.5339 3.9627 

N 59 59 59 59 59 

Std. Deviation 1.22866 1.36223 1.13185 
1.0672

0 
1.04418 

Total 

Mean 4.7844 4.8348 4.7392 4.6500 3.9813 

N 316 316 316 316 316 

Std. Deviation 1.15757 1.23337 1.08279 
1.1362

0 
1.06610 

 

From the above table 5.16, it is clearly evident that, the respondents from 

age group 36-40 years perceived more of conscientiousness, courtesy, 

civic virtues and sportsmanship within their organizations with the 

scoring mean of 5.005, 4.957, 5.06, and 4.109 respectively. Though, it 

was also found that the respondents from age group 30-35 years rated 

altruism higher with the mean value of 4.96. 
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Table 5.17: Descriptive statistics of OCB dimensions (altruism, 

conscientiousness, courtesy, civic virtue and sportsmanship) with 

the Length of Service of Respondents 

 

Length of Service Altruism Conscientiousness Courtesy  
Civic 

Virtue 
Sportsmanship 

1-10yrs 

Mean 4.6198 5.0143 5.1143 4.7250 3.7357 

N 14 14 14 14 14 

Std. 

Deviation 
1.06822 1.04503 .64074 1.13048 1.19461 

>10-20 yrs 

Mean 4.7394 4.7939 4.7091 4.5417 4.1182 

N 66 66 66 66 66 

Std. 

Deviation 
1.09543 1.18502 .96854 1.07290 1.05771 

>20-30yrs 

Mean 4.8049 4.9447 4.7496 4.8618 4.0439 

N 123 123 123 123 123 

Std. 

Deviation 
1.14160 1.21042 

1.1131

4 
1.12771 1.04381 

>30yrs 

Mean 4.8088 4.7168 4.6991 4.4735 3.8637 

N 113 113 113 113 113 

Std. 

Deviation 
1.23068 1.30705 

1.1557

7 
1.15793 1.07613 

Total 

Mean 4.7844 4.8348 4.7392 4.6500 3.9813 

N 316 316 316 316 316 

Std. 

Deviation 
1.15757 1.23337 

1.0827

9 
1.13620 1.06610 

 

From the table 5.17, it is noticeable that, the employees who had with their 

organizations for 1-10 years perceived conscientiousness and courtesy more as 

compared to other dimensions while altruism was highly perceived by those 

employees who had served their organizations for more than 30 years. Also, it 

is apparent from the table that respondents falling in the service group of >10-

20 years perceived more for sportsmanship, but group of respondents 

belonging to >20-30 years of service perceived more of civic virtue 

respectively. 
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Table 5.18: Descriptive statistics of OCB dimensions (altruism, 

conscientiousness, courtesy, civic virtue and sportsmanship) with the 

Tenure as Branch Head 
 

Tenure Altruism Conscientiousness Courtesy 
Civic 

Virtue 
Sportsmanship 

1-3yrs 

Mean 5.0583 5.1542 4.9000 4.7604 3.8292 

N 48 48 48 48 48 

Std. 

Deviation 
.80947 1.02250 .76742 .99193 1.10009 

>3-

6yrs 

Mean 5.1556 5.0389 4.9056 5.0764 3.7944 

N 36 36 36 36 36 

Std. 

Deviation 
.76062 .91191 1.01698 .97618 1.06098 

>6-

9yrs 

Mean 4.7125 4.8562 4.7187 4.7448 4.1437 

N 96 96 96 96 96 

Std. 

Deviation 
1.14389 1.26148 1.08873 1.12448 1.07476 

>9-

12yrs 

Mean 4.7013 4.6329 4.7494 4.5285 4.0481 

N 79 79 79 79 79 

Std. 

Deviation 
1.23905 1.37763 1.16508 1.23386 1.07380 

Above 

12yrs 

Mean 4.5557 4.6807 4.5193 4.2965 3.8614 

N 57 57 57 57 57 

Std. 

Deviation 
1.42934 1.27271 1.20940 1.13310 .99996 

Total 

Mean 4.7844 4.8348 4.7392 4.6500 3.9813 

N 316 316 316 316 316 

Std. 

Deviation 
1.15757 1.23337 1.08279 1.13620 1.06610 

 

The descriptive statistics revealed that the respondents who had been 

branch head for 1-3 years, perceived more of conscientiousness and civic 

virtue. In the same way, the respondents falling in the category of >3-6 

years rated more for altruism and courtesy. However, sportsmanship was 

perceived by the employees who had been branch heads for >6-9 years, 

see table 5.18.   
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Demographic Analysis  

Various statistical tools like, t-test and one way ANOVA were employed to 

find out the influence of various demographic variables such as, Gender, Age, 

Tenure, Nature of Organization, length of service and organizations on the 

Human Resource Development Climate and Organizational Citizenship 

Behavior. The purpose of using such analysis was in alliance with the 

hypothesis set for the present study. The present study had attempted to analyze 

the impact of demographic variables on the each dimension of both constructs.  

HRD Climate and Demographic Analysis  

General  Climate and Demographic Variables  

General Climate and Nature of Organization  

General Climate refers to the combination of support from all the concern 

quarters viz, from the management people working in different levels, good 

supportive personnel policies and practices as well as the positive attitudes 

towards the development of the people vis-a-viz their organizations. The 

employee‘s perception about the developmental environment of their 

organization includes a number of characteristics such as, importance given to 

human resource, openness of communication, encouragement given to risk 

taking and experimentation, feedback given to employees to make them aware 

of their strengths and weakness, a general climate of trust, faith on employees 

capabilities, employees tendencies to discourage, stereotypes and favoritism, 

supportive personnel policies and practices (Schneider and Reichess, 1983; 

Chandrashekhar, 1993 and Coelho, 1993). General climate highlights the extent 

to which the management of an organization has a sincere intention, 

determined will and takes supportive actions for developing its manpower (Dr. 

Birajit mohanty et.al, 2012). In order to measure General Climate, respondents 

were asked various questions about different facets of General Climate. These 

questions were asked regarding the importance given and the efforts made by 

top management in the development of their subordinates. The table below 
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provides a comparative picture of level of General Climate perceived by the 

respondents on the basis of the nature of the organization. To assay the 

prevalence of General Climate, in private as well as in public sector banks, 

respondents were instructed to rate questions on a five point Likert Scale 

ranging from ―1-5‖ i.e strongly disagree to strongly agree, where each number 

signifies as follows: 1 = Strongly disagree, 2= disagree, 3= neither disagree nor 

agree, 4= agree, and 5= strongly agree. An overlook of the mean values across 

the table5.19, signifies that those respondents who belong to private sector 

Banks feel a good level of General Climate in their respective organizations 

with the mean score of 3.4551 and those respondents who felt little low 

prevalence of General Climate in their respective organizations belong to 

public sector Banks, where mean score was reported to be 3.3438. To test the 

significant difference in the acumen of respondent‘s t-test was applied. The 

acquired value of t (= -1.74, p<0.05) augur that there exists no significant 

difference on the perceived level of General Climate among private sector and 

public sector bank employees. The probable reason held for this result is the 

effect of LPG i:e, liberalization, privatization and globalization. Now, 

organizations irrespective of their nature are fully aware of the fact that it is 

much expensive for an organization to attract a new employee as compared to 

retain the existing ones. Organizations now pay a considerable amount of time 

in creating a work climate where every employee from any culture can adjust 

well and thereof can pay more attention in the achievement of organizational 

goals instead of involving themselves in cultural maladjustment.  
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Table 5.19: General Climate and Nature of Organization 

 

Nature of Organization Private Public  

Statements Mean SD Mean SD t P 

GC1 3.9412 .76696 3.6918 .67020 

-1.74 0.83 

GC2 3.3882 1.11040 3.5342 1.07103 

GC3 3.3235 1.08023 3.3425 1.07920 

GC4 3.3353 1.10375 3.2945 1.05155 

GC5 3.2941 1.04710 3.1507 1.22245 

GC6 3.2706 1.14497 3.1712 1.10397 

GC7 3.2647 1.14377 3.0959 1.07850 

GC8 3.2588 1.14254 3.2466 1.11146 

GC13 3.2824 1.15243 3.3425 1.14131 

GC36 3.1765 1.26094 3.2808 1.10011 

Composite mean score 3.4551 0.52736 3.3438 0.62484   

* The mean difference is significant at the 0.05 level.  
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General Climate and Gender 

Table 5.20 offers, a relative clear representation on gender basis for General 

Climate. The composite mean scores indicate that both the types of respondents 

have a relatively high impression of General Climate. The results further 

signify that males have a gigantic impression of General Climate as compared 

to their female counterparts. To test the significant differences, t-test was 

applied and the obtained value of t (= -0.208, p<0.05) indicate that there exists 

no significant difference among the respondents on the basis of gender. Thus 

the findings of present study stand in contrary to the findings of 

S.Namasivayam (2000). The expected reason for such a result is considered to 

be the nature of the job. The top management arranges training programs for its 

employees without any discrimination. The males and females cooperate, work, 

and compete alike at the workplace. Thus, both the genders perceive no 

difference in the existence of General Climate in their respective organizations. 

The findings of the present study are also supported by the studies carried out 

by Saxena and Tiwari (2009), Babushe and Narendranath (2013) and Sabrias 

(2014), also found an insignificant difference between gender and HRD 

Climate. 
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Table 5.20: General Climate and Gender 

 

Gender Male Female  

Statement No. Mean SD Mean SD t P 

GC1 3.872 0.7203 3.676 0.7605 

-.208 0.836 

GC2 3.450 1.1081 3.473 1.0498 

GC3 3.309 1.1153 3.405 0.9497 

GC4 3.314 1.0896 3.324 1.0483 

GC5 3.177 1.1655 3.392 1.0043 

GC6 3.231 1.1542 3.203 1.0334 

GC7 3.198 1.1568 3.148 0.9748 

GC8 3.252 1.1588 3.256 1.0212 

GC13 3.318 1.1568 3.284 1.1168 

GC36 3.273 1.1913 3.068 1.1743 

Composite Mean Score 3.399 0.5991 3.353 0.4979 

* The mean difference is significant at the 0.05 level.  
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General Climate and Organizations 

The table 5.21 offers a comparative picture of prevalence of General Climate 

among four banks, namely State Bank of India (SBI), Punjab National Bank 

(PNB), Jammu and Kashmir Bank (JKB) and Housing and Development 

Financial Corporation Bank (HDFC). The mean scores athwart the table reveal 

that high level of General Climate is perceived by the respondents working in 

HDFC bank subsequently by the respondents belonging to JK Bank and 

followed by SBI and PNB respectively. To test the significant differences in 

the perception of employees ANOVA (one-way) was put to use. The obtained 

value of F (=2.241, p<0.05) indicates that there exists no significant difference. 

The reason behind this result is expected to be the effect of globalization, 

privatization, and liberalization that has changed the old work concept. Because 

of this change in the world environment, organizations have changed their 

attitude towards the combination of support from all the concern quarters viz, 

from the management people working at different levels, good encouraging 

personnel policies and practices as well as from their employees. 
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Table 5.21: Organization and General Climate 

Statement 

No. 

JKB SBI PNB HDFC F P 

MEAN STD. MEAN STD. MEAN STD. MEAN STD. 

2.241 0.083 

GC1 3.925 0.775 3.689 0.681 3.708 0.624 4.000 0.707 

GC2 3.458 1.082 3.516 1.046 3.625 1.209 2.765 1.200 

GC3 3.379 1.045 3.328 1.071 3.417 1.139 2.824 1.286 

GC4 3.392 1.084 3.279 1.069 3.375 0.969 2.824 1.185 

GC5 3.327 1.005 3.197 1.224 2.917 1.213 3.000 1.369 

GC6 3.320 1.122 3.164 1.086 3.208 1.215 2.824 1.286 

GC7 3.288 1.116 3.139 1.086 2.875 1.035 3.059 1.391 

GC8 3.314 1.109 3.303 1.105 2.958 1.122 2.765 1.348 

GC13 3.327 1.135 3.361 1.143 3.250 1.152 2.882 1.269 

GC36 3.196 1.252 3.303 1.135 3.167 0.917 3.000 1.369 

Composite 

Mean 

Score 

 

3.427 0.538 3.348 0.585 3.314 0.814 3.706 0.336   

* The mean difference is significant at the 0.05 level.  
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General Climate and Age 

 Age is an important and valuable psychological variable, as it encompasses the 

ones upbringing over a period of time period. It also expresses the 

distinguishing experiences during their critical developmental phases and the 

factors behind such development like peers, family, school, media and many 

more. To evaluate the difference in the perception level with regard to the 

General Climate, age was categorized into five groups. The table 5.22, provides 

a comparative outline of degree of perception with regard to General Climate 

across the different age groups. An analysis of the composite mean score 

indicates that employees of all age groups perceive a relatively good level of 

General Climate in their respective organizations. It was found that the 

employees falling in the age group of 30-35years perceived more of General 

Climate as compared to the other age groups. To test the significant differences 

in the perception of employees on the basis of age ANOVA (one-way) was 

applied. The F score (= 0.492, p<0.05), so obtained revealed that there does not 

exist any significant difference. The results so obtained were found in contrast 

to the findings of S.Namasivayam (2000). The most possible reason for this 

result was felt to be that, the work pressure which keeps the employees of all 

age groups engaged and thus they feel no difference in the perception with 

regard to General climate. The finding of present study goes in alliance with 

the findings of the study carried out by Smruti, P. and G. Rashmi, (2011), 

Babushe and Narendranath (2013) and Sabrias (2014), as they found an 

insignificant difference between Age and HRD Climate. 
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Table 5.22: Age And General Climate 

* The mean difference is significant at the 0.05 level.  

Statement 

No. 

30-35 Years 36-40 Years 41-46 Years 47-50 Years >50 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

0.492 0.741 

GC1 4.000 0.667 3.691 0.749 3.881 0.684 3.818 0.775 3.831 0.723 

GC2 3.600 0.966 3.309 1.158 3.595 0.958 3.389 1.199 3.475 1.023 

GC3 3.500 1.179 3.167 1.057 3.464 0.857 3.347 1.195 3.203 1.111 

GC4 3.500 0.972 3.214 1.048 3.357 0.952 3.289 1.158 3.356 1.141 

GC5 2.900 1.101 3.119 1.152 3.381 0.956 3.132 1.183 3.339 1.240 

GC6 3.100 1.287 3.071 1.237 3.429 0.796 3.215 1.219 3.085 1.208 

GC7 3.300 1.159 3.262 1.083 3.262 0.983 3.165 1.193 3.051 1.166 

GC8 3.000 1.247 3.167 1.146 3.536 0.924 3.116 1.233 3.237 1.088 

GC13 3.000 0.817 2.976 1.115 3.452 1.023 3.389 1.207 3.237 1.223 

GC36 3.100 1.197 3.262 1.211 3.191 1.024 3.182 1.245 3.356 1.297 

Composite 

Mean 

Score 

3.500 0.598 3.407 0.623 3.465 0.525 3.356 0.597 3.403 0.576 
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General Climate and Length of Service  

The table 5.23, offers, a relative profile of General Climate on the basis of 

length of service which was assessed by categorizing them into four groups. 

The glance at the composite mean scores reveal that, those employees who had 

served their organization for more than 20 years experienced a high level of 

General Climate as compared to those who had worked in their organizations 

for less than 20 years.  

This result was tested to find the significant difference using one way ANOVA. 

The obtained value of F (=1.344, p<0.05), indicates that there does not exist 

any significant difference with regard to General Climate on the basis of length 

of service. Therefore, it can be concluded that irrespective of years spent in the 

organizations every employee feel same about the prevalence of General 

Climate in their organization. The reason for such result is attributed to the fact 

that, banks are such organizations which either being private sector or public 

sector face same global competition. Thus, to withstand in this competitive 

market, banks attract and motivate every group of employees to work for the 

ultimate goal of organization keeping in view the external scenario. The 

findings of the present study go in support with the findings of a study carried 

out by Babushe and Narendranath in the year 2013.  
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Table 5.23: Length of Service And General Climate 
 

Statement 

NO. 

1-10 Years >10-20 Years >20-30 Years >30 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

1.344 0.260 

GC1 3.429 0.514 3.803 0.706 3.756 0.750 3.965 0.731 

GC2 2.929 1.141 3.394 1.021 3.504 1.097 3.504 1.119 

GC3 3.071 1.207 3.409 1.109 3.293 1.061 3.363 1.069 

GC4 2.571 0.756 3.136 1.135 3.407 1.007 3.416 1.116 

GC5 2.929 0.918 3.182 1.176 3.130 1.138 3.398 1.114 

GC6 3.286 1.204 3.121 1.074 3.236 1.202 3.266 1.069 

GC7 3.214 0.8018 3.227 1.161 3.252 1.106 3.089 1.138 

GC8 3.214 1.188 3.349 1.196 3.155 1.116 3.309 1.094 

GC13 3.214 1.051 3.349 1.059 3.333 1.149 3.274 1.212 

GC36 3.000 0.961 3.182 1.176 3.228 1.165 3.274 1.255 

Composite 

Mean Score 
3.104 0.677 3.402 0.588 3.426 0.541 3.416 0.592 

* The mean difference is significant at the 0.05 level.  
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General Climate and Tenure (as branch head) 

The table 5.24 offers, a comparative profile of General Climate on the basis of 

tenure as being the branch head. The effect of tenure on General Climate was 

assessed by categorizing tenure into five groups. The scores of composite mean 

depicts that those employees who have served their respective organizations for 

more than 9 years as branch head perceived high presence of General Climate 

as compared to other tenure groups.  This result was tested to find the 

significant difference using one way ANOVA. The obtained value of F 

(=0.234, p<0.05) revealed that there exists an insignificant difference. The most 

expected explanation for this result is attributed to the fact that the branch 

heads abide the high level of responsibilities and they engage themselves in 

building and maintaining discipline, cooperation and work hard in making their 

co-employees comfortable at the workplace by providing them with a 

congenial atmosphere.  

 



 
Data Analysis & Result Interpretation  

Department of Business & Financial Studies                      219 
 

Table 5.24: Tenure As Branch Head  and General Climate 

Statement 

No. 

1-3 YEARS >3-6 YEARS >6-9 YEARS >9-12 YEARS >12 YEARS F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

0.234 0.919 

GC1 3.542 0.683 3.972 0.559 3.885 0.694 3.949 0.732 3.702 0.865 

GC2 2.688 1.075 3.500 1.108 3.583 1.073 3.697 1.017 3.526 0.984 

GC3 2.667 1.038 3.472 1.055 3.500 1.005 3.379 1.065 3.456 1.087 

GC4 2.813 1.003 3.472 0.941 3.365 1.077 3.494 1.119 3.316 1.072 

GC5 2.813 1.024 3.361 0.899 3.281 1.121 3.379 1.124 3.193 1.315 

GC6 2.604 1.005 3.361 1.222 3.250 1.066 3.431 1.009 3.333 1.258 

GC7 2.750 0.967 3.167 1.028 3.365 1.077 3.228 1.097 3.211 1.306 

GC8 2.625 0.981 3.333 1.146 3.500 1.026 3.253 1.100 3.316 1.256 

GC13 2.563 0.867 3.444 1.133 3.375 1.117 3.494 1.218 3.491 1.071 

GC36 2.542 0.966 3.417 1.079 3.448 1.113 3.316 1.225 3.175 1.319 

Composite 

Mean Score 
3.377 0.632 3.472 0.555 3.419 0.519 3.396 0.590 3.365 0.627 

* The mean difference is significant at the 0.05 level.  



 
Data Analysis & Result Interpretation  

Department of Business & Financial Studies               220 
 

OCTAPACE Culture and Demographic variables 

OCTAPACE Culture and Nature of Organization   

OCTAPACE Culture is referred as the HRD facilitators that tend to help in the 

smooth implementation of policies pertaining to general climate and HRD 

mechanisms. These facilitators are collectively described as OCTAPACE 

culture. These include openness, confrontation, trust, autonomy, pro-activity, 

authenticity, collaboration and experimentation (S. Mufeed Ahmad, 2012). The 

OCTAPACE items deal with the extent to which openness, confrontation, trust, 

autonomy, pro-activity, authenticity, collaboration and experimentation are 

valued and promoted in the organization. Openness is there when employees 

feel free to discuss their ideas, activities and feelings with each other. 

Confrontation is bringing out problems and issues in open with a view to 

solving them rather than hiding them for fear of hurting or getting hurt. Trust is 

taking people at their face value and believing what they say. Autonomy is 

giving freedom to let people work independently with responsibility. Pro-

activity is encouraging employees to take an initiative and risks. Authenticity is 

the tendency on the part of people to do what they say. Collaboration is to 

accept interdependencies, to be helpful to each other and work as teams and 

experimentation which has been included in the acronym of HRD Climate by 

Rao and  Pareek (1999), deals with the amount of risks and innovations  that 

the organization is ready to undertake depending upon the fact as to how the 

organization  treats their employees in terms of believing in their capabilities 

and experiences. To assess the promotion and valuation of OCTAPACE 

Culture in the sample organizations, descriptive statistics were carried out. The 

interpretation of overall composite mean scores in the table5.25, divulges that, 

OCTAPACE Culture is very well promoted and valued in public sector banks 

with a leading mean score of 3.4124 as compared to the private sector banks 

with the mean score of 3.3185. To test the significance of the differences in the 

acumen of two groups, t-test was applied. The obtained value of t (=1.352, 

p<0.05) bode that there is no significant difference in the level OCTAPACE 
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Culture between the two groups i:e, private sector banks and public sector 

banks. The most possible reason for such result is deemed to be the fact that, 

the banks of both sectors private as well as public compete at a global level and 

they are known to the basic principle that, if there would be restrictions for the 

employees for carrying out their jobs, they will least feel part of organization, 

which is must as it a proved fact that those employees who feel of themselves 

as a part of organization tend to contribute in the overall success of 

organization.  

 



 
Data Analysis & Result Interpretation  

Department of Business & Financial Studies                      222 
 

Table 5.25: OCTAPACE Culture and Nature of Organization 

Nature of Organization Private Public  

Statements Mean SD Mean SD t P 

OCT 9 3.6294 1.124 3.6096 1.146 

 

 

 

 

1.352 

 

 

 

 

0.177 

OCT 10 3.5059 1.095 3.4863 1.065 

OCT 18 3.2706 1.065 3.3836 1.109 

OCT 19 3.2000 1.107 3.3493 1.136 

OCT 20 3.4235 1.165 3.5274 1.025 

OCT 22 3.4529 1.077 3.4521 1.151 

OCT 23 3.4882 1.078 3.5411 1.064 

OCT 25 3.5294 1.131 3.4521 1.102 

OCT 27 3.4353 1.235 3.5000 1.091 

OCT 28 3.3647 1.209 3.5411 1.038 

OCT 29 3.3882 1.141 3.6027 0.898 

OCT 30 3.3765 1.225 3.3562 1.143 

OCT 32 3.3235 1.266 3.5685 1.023 

Composite mean score 3.3185 0.631 3.4124 0.598   

* The mean difference is significant at the 0.05 level.  
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OCTAPACE Culture and Gender 

This study also attempted to evaluate the impact of gender on OCTAPACE 

Culture. The table 5.26, indicates a comparative picture of respondents based 

on gender variable. An appraisement of composite mean scores augured that 

both the males and females perceive high levels of OCTAPACE Culture. To 

find variance in the means of OCTAPACE Culture by gender t-test was put to 

use.  It was found that there exists no significant difference in the means of 

OCTAPACE Culture based on gender with the t value (= -0.447, p<0.05) as 

shown in the table5.26. 
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Table 5.26: OCTAPACE Culture and Gender 

Gender Male Female  

Statement No. Mean SD Mean SD T P 

Oct 9 3.562 1.162 3.811 1.016 

-0.447 0.655 

Oct 10 3.471 1.101 3.581 1.007 

Oct 18 3.306 1.111 3.378 1.003 

Oct 19 3.223 1.152 3.419 1.007 

Oct 20 3.401 1.131 3.703 0.975 

Oct 22 3.442 1.134 3.487 1.037 

Oct 23 3.537 1.086 3.432 1.021 

Oct 25 3.484 1.124 3.527 1.101 

Oct 27 3.492 1.136 3.378 1.279 

Oct 28 3.484 1.117 3.324 1.195 

Oct 29 3.517 1.036 3.392 1.057 

Oct 30 3.388 1.169 3.297 1.247 

Oct 32 3.451 1.177 3.392 1.133 

Composite Mean Score 3.353 0.627 3.390 0.586 

* The mean difference is significant at the 0.05 level.  
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OCTAPACE Culture and Organization 

The present study also tried to gauge the impact of Organizations on 

OCTAPACE Culture. The table 5.27, below reveals that the employees of 

HDFC Bank perceive high presence of OCTAPACE Culture at their work 

place followed by SBI, JK Bank, and PNB respectively. One way ANOVA was 

used to test the variance in the means of OCTAPACE Culture on the basis of 

Organizations. The value of t (=1.933, p<0.005), indicated that there exists an 

insignificant difference between OCTAPACE Culture and gender of 

respondents. The reason set for this result is deemed to be that, both the males 

and females work at par to each other and females are now found to be more 

flexible at the work place and they too collaborate in encouraging openness, 

autonomy, pro-activity, authenticity, and experimentation with the high 

confrontation power. 
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Table 5.27: Organization and OCTAPACE Culture 
 

Statement No. 
JKB SBI PNB HDFC F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

1.933 0.124 

Oct 9 3.569 1.157 3.607 1.118 3.625 1.313 4.177 0.529 

Oct 10 3.431 1.117 3.475 1.085 3.542 0.977 4.177 0.529 

Oct 18 3.209 1.068 3.451 1.112 3.042 0.999 3.824 0.883 

Oct 19 3.157 1.095 3.409 1.155 3.042 0.999 3.588 1.176 

Oct 20 3.399 1.155 3.549 1.069 3.417 0.776 3.647 1.072 

Oct 22 3.418 1.104 3.475 1.194 3.333 0.917 3.765 0.752 

Oct 23 3.444 1.088 3.582 1.105 3.333 0.817 3.882 0.927 

Oct 25 3.490 1.159 3.516 1.077 3.125 1.191 3.882 0.781 

Oct 27 3.418 1.259 3.492 1.085 3.542 1.141 3.588 1.004 

Oct 28 3.386 1.231 3.557 1.013 3.458 1.179 3.177 1.015 

Oct 29 3.366 1.157 3.648 0.842 3.375 1.135 3.588 1.004 

Oct 30 3.405 1.248 3.393 1.103 3.167 1.341 3.118 0.993 

Oct 32 3.248 1.304 3.631 0964 3.250 1.259 4.000 0.500 

Composite 

Mean Score 
3.292 0.649 3.437 0.552 3.289 0.792 3.555 0.369 

* The mean difference is significant at the 0.05 level.  
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OCTAPACE Culture and Age 

In the present study, age of the respondents was also analyzed to check its 

impact on the means of OCTAPACE Culture by categorizing age into five 

categories. The composite means scores as reported in the table 5.28 indicated 

that, as the age of employees increases, so increases their perception for 

OCTAPACE Culture. To test it for significant difference, one way ANOVA 

was applied and the value of F (= 0.257, p<0.05) divulged that there exists an 

insignificant difference between OCTAPACE Culture and Age of the 

respondents. The most feasible reason for such result is expected to be that, 

irrespective of age of employees the organizations go out of their ways in 

creating a culture of openness, confrontation, trust, and collaboration which is 

the demand for today‘s work climate as a pressure mounted by the competition 

in a globalized era.  
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Table 5.28: Age and OCTAPACE Culture 

Statement 

No. 

30-35 Years 36-40 Years 41-46 Years 47-50 Years >50 Years F P 

MEAN STD. MEAN STD. MEAN STD. MEAN STD. MEAN STD. 

0.257 0.905 

Oct 9 3.900 0.568 3.500 1.215 3.655 0.938 3.562 1.231 3.729 1.201 

Oct 10 3.600 0.699 3.571 1.039 3.571 0.961 3.397 1.165 3.525 1.150 

Oct 18 3.500 0.972 3.286 1.132 3.417 0.921 3.273 1.155 3.288 1.160 

Oct 19 2.700 1.059 3.191 1.109 3.321 0.996 3.223 1.158 3.441 1.222 

Oct 20 3.100 0.738 3.452 1.087 3.571 1.112 3.306 1.161 3.746 0.975 

Oct 22 3.700 0.675 3.191 1.174 3.488 1.069 3.438 1.139 3.576 1.117 

Oct 23 3.600 0.843 3.357 1.100 3.631 0.915 3.579 1.055 3.305 1.289 

Oct 25 3.000 1.155 3.571 1.129 3.429 0.973 3.603 1.122 3.389 1.273 

Oct 27 3.200 1.135 3.309 1.278 3.548 1.034 3.463 1.205 3.509 1.223 

Oct 28 3.100 1.101 3.238 1.206 3.500 1.047 3.488 1.119 3.492 1.251 

Oct 29 3.100 0.876 3.405 1.106 3.476 1.081 3.587 1.022 3.424 1.004 

Oct 30 3.700 0.987 3.214 1.317 3.548 0.987 3.339 1.255 3.220 1.233 

Oct 32 3.400 1.265 3.429 1.213 3.464 0.987 3.521 1.232 3.237 1.223 

Composite 

Mean Score 
3.228 0.557 3.321 0.751 3.403 0.538 3.356 0.618 3.367 0.639 

* The mean difference is significant at the 0.05 level.  
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OCTAPACE Culture and Length of Service 

The present study also attempted to analyze the impact of Length of service on 

OCTAPACE Culture. The table 5.29 offers, a comparative profile of 

OCTAPACE Culture on the basis of length of service which was categorized 

into four groups as shown in the table below. The scores of composite mean 

assert that there is a variation in the perception with regard to OCTAPACE 

Culture within these four groups. To test the results for significant difference 

one way ANOVA was applied. The value of F (=0.522, p<0.05) avowed that 

there is no significant difference between the OCTAPACE Culture and length 

of service. The most probable reason for this output is attributed to the nature 

of job, which is such that, whether the employee is new or had served 

organization for long stick to their organizational goal in a way that they don‘t 

feel any variation in the presence of OCTAPACE Culture on the basis of years 

served to their respective organizations. 
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Table 5.29: Length of Service and OCTAPACE Culture 

* The mean difference is significant at the 0.05 level.  

Statement No. 
1-10 Years >10-20 Years >20-30 Years >30 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

0.522 0.668 

Oct 9 3.714 1.326 3.576 1.053 3.561 1.125 3.699 1.172 

Oct 10 3.357 1.082 3.364 1.032 3.455 1.042 3.637 1.142 

Oct 18 3.214 1.188 3.258 1.057 3.252 1.045 3.451 1.134 

Oct 19 3.429 1.223 3.197 1.099 3.244 1.058 3.319 1.197 

Oct 20 3.429 0.938 3.227 1.035 3.367 1.139 3.735 1.078 

Oct 22 3.500 1.286 3.439 1.069 3.268 1.109 3.655 1.092 

Oct 23 3.571 0.938 3.606 1.135 3.358 1.001 3.619 1.113 

Oct 25 3.000 0.961 3.636 1.017 3.545 1.065 3.416 1.230 

Oct 27 3.071 0.997 3.364 1.118 3.479 1.189 3.558 1.195 

Oct 28 3.143 1.099 3.379 1.199 3.488 1.027 3.478 1.218 

Oct 29 3.286 1.204 3.576 0.878 3.529 0.969 3.416 1.178 

Oct 30 3.071 1.269 3.773 0.941 3.260 1.207 3.283 1.243 

Oct 32 2.857 1.292 3.727 1.060 3.431 1.064 3.345 1.280 

Composite Mean 

Score 
3.194 0.679 3.410 0.535 3.345 0.618 3.373 0.655 
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OCTAPACE Culture and Tenure (as Branch Head) 

The present study also attempted to assess the impact of tenure as Branch Head 

on OCTAPACE Culture. The respondents were divided into five categories. 

The table 5.30 offers, a comparative profile of OCTAPACE Culture on the 

basis of tenure as shown in the table below. The scores of composite mean 

assert that there is a variation in the perception with regard to OCTAPACE 

Culture within these five categories. To test the results for significant 

difference one way ANOVA was applied. The value of F (=242, p<0.05) 

avowed that there is no significant difference between the OCTAPACE Culture 

and tenure as branch head. The most possible reason for this result is felt to be 

that, the branch heads remain busy in coping with the external changes and 

challenges in order to with stand the pressures. The branch heads also spent 

most of their time in attending meetings and supervising their staff so as to 

make their staff comfy at the work place. 
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Table 5.30: Tenure As Branch Head and OCTAPACE Culture 
 

Statement 

No. 

1-3 Years >3-6 Years >6-9 Years >9-12 Years >12 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

0.242 0.914 

Oct 9 3.792 0.944 3.639 1.150 3.615 1.069 3.734 1.140 3.316 1.325 

Oct 10 3.792 0.967 3.722 1.003 3.531 1.046 3.418 1.093 3.158 1.177 

Oct 18 3.063 1.099 3.444 0.909 3.417 1.092 3.456 1.095 3.123 1.119 

Oct 19 2.917 1.145 3.222 1.017 3.385 1.098 3.367 1.157 3.263 1.126 

Oct 20 3.375 1.044 3.500 1.028 3.417 1.102 3.696 1.078 3.316 1.212 

Oct 22 3.396 0.962 3.694 0.822 3.396 1.156 3.557 1.185 3.298 1.195 

Oct 23 3.563 0.897 3.528 0.999 3.521 1.005 3.557 1.185 3.386 1.206 

Oct 25 3.542 1.051 3.639 0.899 3.448 1.104 3.228 1.260 3.807 1.043 

Oct 27 3.500 1.072 3.806 0.951 3.292 1.281 3.468 1.153 3.509 1.182 

Oct 28 3.396 1.005 3.639 0.990 3.396 1.109 3.443 1.238 3.456 1.240 

Oct 29 3.375 1.104 3.500 0.941 3.354 1.056 3.430 1.046 3.877 0.946 

Oct 30 3.500 1.149 3.639 0.961 3.229 1.174 3.253 1.267 3.474 1.241 

Oct 32 3.833 0.996 3.639 1.046 3.260 1.172 3.228 1.281 3.561 1.102 

Composite 

Mean Score 
3.314 0.586 3.425 0.551 3.336 0.620 3.386 0.664 3.373 0.623 

* The mean difference is significant at the 0.05 level.  
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HRD Mechanisms and Demographic Variables 

HRD Mechanisms and Nature of Organization 

HRD mechanisms measure the extent to which HRD mechanisms are 

implemented seriously. These mechanisms include performance appraisal, 

potential appraisal, career planning, performance rewards, feedback and 

counseling, training, employee welfare for quality work-life and job rotation 

(Rao & Abraham 1986). To evaluate the perception of the HRD Mechanisms 

level on the basis of public and private Sector descriptive and inferential 

statistics was analyzed. Table 5.31, presents a relative profile of HRD 

Mechanisms level across the public and private sector. An analysis of 

composite mean scores augurs that public sector employees are more satisfied 

with their HRD Mechanisms as compared to the employees of private sector 

banks. To test the significant difference t-test was applied. The obtained value 

of t (= 0.337, p<0.05) notifies that there exists no mean difference. The reason 

for the obtained result is expected to be that the employees from private sector 

banks have to work under the stern pressures and stress to increase their output 

and they have to face really tough competitions even from their colleagues 

within an organization. Therefore, they feel low of HRD Mechanisms, because 

if they fail to reach out their targets, they face treats like loss of job, and 

stagnation in their promotions, while this is not true for the public sector 

employees. So, they perceive more of HRD Mechanisms as they feel more 

secure than private sector employees.  
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Table 5.31:  HRD Mechanisms and Nature of Organization 

 

Nature of Organization Private Public  

Statements Mean SD Mean SD T P 

HRDM 12 3.4471 1.1201 3.6438 1.1126 

0.337 0.736 

HRDM14 3.2194 1.1283 3.4726 1.2384 

HRDM 15 3.2706 1.1705 3.3836 1.1818 

HRDM 16 3.4059 1.1892 3.3699 1.1567 

HRDM 17 3.2882 1.0288 3.2397 1.1821 

HRDM 21 3.3765 1.0656 3.3630 1.1009 

HRDM 24 3.4471 1.0659 3.4247 0.9673 

HRDM 26 3.3412 1.1363 3.3699 1.1448 

HRDM 33 3.5882 1.1995 3.3493 1.2950 

HRDM 34 3.3824 1.1044 3.3973 1.1233 

HRDM 35 3.3471 1.1161 3.2877 1.1564 

Composite mean score 3.2991 0.64263 3.3230 0.6092   

* The mean difference is significant at the 0.05 level.  
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HRD Mechanisms and Gender 

The present study tried to assess the impact of gender on HRD Mechanisms. 

The table 5.32, provides a comparative profile of HRD Mechanisms and 

gender. The composite mean scores depict that females perceive more presence 

of HRD Mechanisms as compared to males. To check the significant difference 

between HRD Mechanisms and Gender, t-test was used. The t-test revealed 

that there exists no significant difference at t value (=0.239, p<0.05). The most 

expected explanation for this result is considered to be that, the females are 

more multitasking than males. Given the position of branch head, females work 

at par with the males and they contribute equal in planning for the development 

and appraisement of its employees, as they work well as the mediator between 

the organization and its staff members.   
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Table 5.32: HRD Mechanisms and Gender 

 

Gender Male Female  

Statements Mean SD Mean SD t P 

HRDM 12 3.496 1.157 3.676 0.981 

0.239 0.811 

HRDM14 3.289 1.235 3.284 1.041 

HRDM 15 3.252 1.198 3.554 1.075 

HRDM 16 3.356 1.191 3.500 1.113 

HRDM 17 3.244 1.128 3.338 1.011 

HRDM 21 3.331 1.104 3.500 0.997 

HRDM 24 3.422 1.068 3.487 0.848 

HRDM 26 3.380 1.158 3.270 1.076 

HRDM 33 3.409 1.273 3.703 1.143 

HRDM 34 3.351 1.103 3.351 1.138 

HRDM 35 3.277 1.175 3.459 0.114 

Composite mean score 3.305 0.646 3.325 0.563   

* The mean difference is significant at the 0.05 level. 
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HRD Mechanisms and Organizations 

To assay the impact of Organizations on the HRD Mechanisms, respondents 

from four banks, namely SBI, PNB, JK B and HDFC as mentioned earlier were 

requested to rate their perception regarding  HRD Mechanisms. The table 5.33, 

provides a comparative picture of HRD mechanisms on the basis of 

Organizations and the composite mean scores reveal that the respondents from 

HDFC bank perceive high of HRD Mechanisms as compared to other bank 

employees. To test the variance in means of HRD Mechanisms on the basis of 

Organizations, one way ANOVA was applied. The results of one way ANOVA 

with F value (= 1.622, p<0.05) reveal that there is an insignificant difference 

between HRD Mechanisms and Organization. The most possible reason for 

such result is deemed to be the effect of globalization which compels every 

organization to retain their employees by providing them with excellent mix of 

HRD mechanisms, so that they can feel themselves being taken well care of by 

their respective organization and thus remain committed to their organization in 

return with excellence in their job performances.    
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Table 5.33: Organization and HRD Mechanisms 

STATEMENT NO. 
JKB SBI PNB HDFC F P 

Mean Std. Mean Std. Mean Std. Mean Std. 

1.622 0.184 

HRDM 12 3.418 1.133 3.672 1.146 3.500 0.933 3.706 0.985 

HRDM14 3.092 1.114 3.566 1.226 3.000 1.216 3.471 1.231 

HRDM 15 3.209 1.162 3.451 1.179 3.042 1.160 3.824 1.131 

HRDM 16 3.359 1.212 3.344 1.141 3.500 1.251 3.824 0.883 

HRDM 17 3.228 1.029 3.262 1.198 3.125 1.116 3.824 0.883 

HRDM 21 3.339 1.065 3.426 1.142 3.042 0.806 3.706 1.047 

HRDM 24 3.405 1.073 3.467 0.989 3.208 0.833 3.824 0.951 

HRDM 26 3.301 1.130 3.393 1.168 3.250 1.032 3.706 1.159 

HRDM 33 3.569 1.213 3.409 1.284 3.042 1.334 3.765 1.091 

HRDM 34 3.339 1.131 3.459 1.115 3.083 1.139 3.765 0.752 

HRDM 35 3.301 1.124 3.336 1.161 3.042 1.122 3.765 0.970 

Composite Mean Score 3.271 0.655 3.353 0.563 3.173 0.802 3.552 0.462 

* The mean difference is significant at the 0.05 level. 
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HRD Mechanisms and Age  

The present study also attempted to analyze the impact of age of the 

respondents on HRD Mechanisms. An evaluation of mean scores across the 

table5.34, reveals that, the employees belonging to the age of 41-46 perceived 

high presence of HRD Mechanisms at their workplace as compared to the other 

age groups. To test the significant difference one way ANOVA was applied. 

The obtained value of F (=0.605, P<0.05) expressed that there is no significant 

difference between HRD Mechanisms and the age of respondents. The most 

possible reason for such result is considered to be the nature of job. All branch 

heads in one way or other engage themselves in same sort of tasks. Hence, they 

don‘t feel any variation in the prevalence of HRD mechanisms at their work 

place. 
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Table 5.34: Age and HRD Mechanisms 

* The mean difference is significant at the 0.05 level. 

STATEMENT 

NO. 

30-35 YEARS 36-40 YEARS 41-46 YEARS 47-50 YEARS >50 YEARS F P 

Mean Std. Mean Std. Mean Std. Mean Std. Mean Std. 

0.605 0.659 

HRDM 12 3.200 0.919 3.453 1.131 3.524 0.988 3.512 1.163 3.729 1.229 

HRDM14 2.700 1.059 3.191 1.273 3.417 1.143 3.322 1.192 3.203 1.215 

HRDM 15 2.800 1.033 3.167 1.228 3.417 1.067 3.413 1.209 3.203 1.229 

HRDM 16 3.000 1.247 3.405 1.149 3.393 1.076 3.429 1.182 3.356 1.309 

HRDM 17 2.800 1.229 3.143 1.117 3.250 1.074 3.331 1.075 3.322 1.166 

HRDM 21 2.900 0.876 3.238 1.078 3.393 0.994 3.323 1.097 3.610 1.175 

HRDM 24 2.800 1.135 3.262 0.964 3.571 0.948 3.438 1.032 3.475 1.088 

HRDM 26 2.400 0.966 3.429 1.129 3.309 1.041 3.413 1.159 3.407 1.219 

HRDM 33 3.200 1.317 3.357 1.144 3.536 1.284 3.537 1.211 3.407 1.353 

HRDM 34 3.100 1.101 3.405 1.106 3.298 1.027 3.471 1.119 3.069 1.232 

HRDM 35 2.800 1.476 3.405 1.127 3.286 1.093 3.397 1.083 3.237 1.237 

Composite 

Mean Score 
3.046 0.562 3.277 0.697 3.354 0.586 3.324 0.627 3.288 0.647 
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HRD Mechanisms and Length of Service  

The present study also analyzed the effect of Length of service on HRD 

Mechanisms. An appraisement of mean scores exhibited in the table 5.35, 

reveals that, those employees who have spent more than 10-20 years in the 

organization were more contented with the HRD Mechanisms as compared to 

other groups. To check the variance in the means, one way ANOVA was put to 

task. The results so obtained with F value (=0.522, p<0.05) indicated that there 

exists an insignificant difference between HRD Mechanisms and length of 

service. The most expected reason for such an insignificant difference is 

expected to be the work pressure perceived and felt by the branch heads. The 

external and internal pressures directly affect the branch heads as they have to 

get the things done from their co-workers. 
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Table 5.35: Length of Service and HRD Mechanisms 

* The mean difference is significant at the 0.05 level.  

Statement No. 
1-10 YEARS >10-20 YEARS >20-30 YEARS >30 YEARS F P 

MEAN STD. MEAN STD. MEAN STD. MsEAN STD. 

0.719 0.542 

HRDM 12 3.429 0.756 3.515 1.193 3.569 1.064 3.531 1.181 

HRDM14 3.364 1.090 3.268 1.242 3.266 1.232 3.288 1.191 

HRDM 15 3.500 1.160 3.364 1.198 3.309 1.146 3.292 1.208 

HRDM 16 3.357 1.151 3.546 1.255 3.472 1.081 3.212 1.213 

HRDM 17 3.643 1.008 3.303 1.189 3.276 1.035 3.186 1.130 

HRDM 21 3.357 0.745 3.439 0.994 3.301 1.071 3.407 1.177 

HRDM 24 3.714 0.611 3.561 0.930 3.390 1.045 3.381 1.080 

HRDM 26 3.429 0.852 3.318 1.152 3.325 1.119 3.398 1.192 

HRDM 33 3.071 1.269 3.469 1.303 3.423 1.187 3.593 1.279 

HRDM 34 3.357 1.082 3.469 1.011 3.349 1.086 3.389 1.206 

HRDM 35 3.571 0.852 3.182 1.176 3.333 1.076 3.354 1.202 

Composite 

Mean Score 
3.176 0.604 3.396 0.536 3.281 0.628 3.308 0.677 
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HRD Mechanisms and Tenure (as a Branch Head) 

Tenure as a branch head was also used to analyze its impact on HRD 

Mechanisms. The composite mean scores reveal that the employees who have 

recent experience as being branch head are satisfied with the HRD Mechanisms 

offered by their organization as compared to other groups. To test the 

significant difference one way ANOVA was applied. The results of ANOVA 

test as exhibited in table 5.36, reveals that, there exists an insignificant 

difference between HRD Mechanisms and Tenure as branch head with a F 

value 0.326 (at p<0.05). 
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Table 5.36: Tenure as Branch Head and HRD Mechanisms 

* The mean difference is significant at the 0.05 level.  

STATEMENT 

NO. 

1-3 YEARS >3-6 YEARS >6-9 YEARS >9-12 YEARS >12 YEARS F P 

MEAN STD. MEAN STD. MEAN STD. MEAN STD. MEAN STD. 

0.326 0860 

HRDM 12 3.358 0.942 3.611 1.103 3.521 1.133 3.519 1.119 3.509 1.239 

HRDM14 3.229 1.171 3.000 1.242 3.469 1.187 3.279 1.239 3.228 1.102 

HRDM 15 3.168 1.136 3.306 1.167 3.292 1.142 3.379 1.233 3.439 1.210 

HRDM 16 3.395 1.180 3.639 1.073 3.365 1.077 3.304 1.234 3.386 1.306 

HRDM 17 3.229 1.036 3.306 0.951 3.354 1.105 3.215 1.162 3.193 1.172 

HRDM 21 3.250 1.101 3.167 1.082 3.344 1.024 3.456 1.141 3.526 1.071 

HRDM 24 3.563 1.049 3.444 0.939 3.417 1.002 3.430 1.094 3.368 0.993 

HRDM 26 3.333 0.975 3.139 1.291 3.344 1.113 3.469 1.153 3.368 1.205 

HRDM 33 3.792 1.129 3.528 1.276 3.396 1.201 3.443 1.318 3.368 1.304 

HRDM 34 3.458 1.052 3.556 1.026 3.365 1.087 3.304 1.244 3.229 1.082 

HRDM 35 3.229 1.036 3.472 1.158 3.281 1.149 3.367 1.200 3.298 1.101 

Composite 

Mean Score 
3.379 0.620 3.361 0.565 3.301 0.613 3.263 0.684 3.301 0.622 
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Demographic Analysis of OCB 

Altruism and Demographic variables 

Altruism and Nature of Organization 

Altruism, includes all discretionary behaviors that have an effect of helping co-

workers with organizationally relevant task or problem. Altruism, which has 

been identified as an essential component of OCB by most of the researchers 

working in this field, refers it as the ―behaviors that directly and intentionally 

aimed at helping a specific person in face to face situations‖ (Smith, Organ, & 

Near, 1983). The present study took a step to study the impact of the nature of 

organizations on altruism. To record the perception of Branch heads regarding 

the Organizational Citizenship Behavior of their sub-ordinates, they were 

requested to rate their responses on a seven point Likert scale 1-7, where 1 

denotes strongly disagree, 2=disagree, 3=moderately disagree, 4= neither agree 

nor disagree, 5= moderately agree, 6= agree, and 7=strongly agree.  

An evaluation of mean scores across the table 5.37 below, depicts that, the 

employees from the public sector are more helpful to their coworkers as 

compared to those employees working in private sector banks. To test the 

significance of variation, t-test was applied (t= 0.989, p=0.323), which 

indicates that there exists no significant difference. The results arrived at in the 

present study goes in partial alliance with the findings of Khurram Shahzad 

(2011), who reported a significant difference between the two in Pakistan, but 

found an insignificant difference in the means of OCB by private and public 

nature of organizations of respondents.  The possible reason for such result is 

deemed to be the innate nature of the people of Jammu and Kashmir, who are 

otherwise helpful to each other, thus they tend to hold that helping nature at the 

workplace as well.  
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Table 5.37: Nature of Organization and Altruism 

Nature of Organization Private Sector Public Sector  

Statement No. Mean SD Mean SD t P 

Alt 1 4.747 1.8042 4.843 1.7087 

0.989 0.323 

Alt 10 4.606 1.8083 4.884 1.6877 

Alt 13 4.641 1.6518 4.925 1.5761 

Alt 15 4.877 1.6289 5.096 1.5237 

Alt 23 4.782 1.4855 4.644 1.5569 

Composite Mean Score 4.7247 1.1859 4.8540 1.1237 

* The mean difference is significant at the 0.05 level.  
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Altruism and Gender  

The present study also tried to analyze the impact of gender on Altruism. The table 

3.38 below, depicts that, the males exhibited more altruism behavior as compared to 

females. To test the significant difference, t-test was employed and the obtained value 

of t (=0.570, p<0.05) indicated that there exists an insignificant difference between 

gender and Altruism. Results so obtained are in alliance with the findings of Khurram 

Shahzad (2011), who reported an insignificant difference of means of OCB by gender 

of the respondents. The most probable reason for such result was deemed to be the 

innate nature of people of Jammu and Kashmir. The people of Jammu and Kashmir 

are world famous for their hospitability nature; these people show such behavior at 

workplace as a default.  

 

Table 5.38: Gender and Altruism and Gender 

Gender Male Female  

Statement No. Mean SD Mean SD t P 

Alt 1 4.798 1.793 4.770 1.651 

0.570 0.569 

Alt 10 4.773 1.781 4.608 1.678 

Alt 13 4.809 1.568 4.649 1.786 

Alt 15 4.975 1.639 4.987 1.389 

Alt 23 4.756 1.473 4.595 1.663 

Composite Mean Score 4.805 1.165 4.717 1.139 

* The mean difference is significant at the 0.05 level.  
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Altruism and Organization  

To gauge the magnitude of impact of Organizations on Altruism, the 

respondents were requested to rate the altruism behavior of their subordinates. 

The composite mean scores, as shown in the table 5.39 below reveals that, the 

employees from Punjab national bank (PNB) exhibited more Altruism as 

compared to the employees of other banks. To test the significant difference, 

one way ANOVA was applied. The results of ANOVA with the F value 

(=1.432, p<0.05) revealed that there is an insignificant difference among banks. 

The most plausible reason for such result may be the innate nature of 

employees who are habitual of helping each other without thinking of such 

behavior as beyond their job roles. 

 

Table 5.39: Organizations and Altruism 

Statement 

No. 

JKB SBI PNB HDFC F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

1.432 0.233 

Alt 1 4.719 1.841 4.746 1.751 5.333 1.404 5.000 1.458 

Alt 10 4.582 1.812 4.721 1.731 5.708 1.160 4.824 1.811 

Alt 13 4.621 1.694 4.902 1.597 5.042 1.488 4.824 1.237 

Alt 15 4.811 1.673 5.065 1.594 5.250 1.113 5.471 1.007 

Alt 23 4.732 1.530 4.656 1.536 4.583 1.692 5.235 0.903 

Composite 

Mean 

Score 

4.686 1.277 4.800 1.139 5.128 1.018 5.071 0.628 

* The mean difference is significant at the 0.05 level.  
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Altruism and Age 

In the present study the age of the respondents is undertaken across the five age groups. An appraisement of the composite mean 

scores reveals that all the respondents athwart the mentioned age groups exhibit altruistic behavior. However, a close look at the 

table 5.40 reveals that, the employees falling in the category of 30-35 years of age group perceived more of Altruism among their 

sub-ordinates as compared to the other age groups. To test the significant variance in the means, one way ANOVA was put to task. 

The acquired results of F (=0.385, p<0.05) indicate that, the mean difference is insignificant. Contrary to the findings of the 

present study, Khurram Shahzad (2011), reported a significant difference of means of OCB by the age of respondents. 

Again the nature of the people of Jammu and Kashmir will held responsible for such a result. Altruism is considered as a natural 

and normal behavior in sample organizations. 

 

Table 5.40: Age and Altruism 

Statement No. 
30-35 Years 36-40 Years 41-46 Years 47-50 Years >50 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

0.385 0.819 

Alt 1 4.400 1.647 4.857 1.775 4.607 1.729 4.793 1.793 5.068 1.751 

Alt 10 4.700 1.418 5.119 1.742 4.714 1.669 4.562 1.888 4.848 1.659 

Alt 13 5.100 1.370 4.881 1.549 4.595 1.651 4.809 1.609 4.814 1.717 

Alt 15 4.700 1.494 5.167 1.447 5.083 1.416 4.967 1.653 4.763 1.775 

Alt 23 5.400 1.578 4.691 1.423 4.702 1.503 4.727 1.449 4.627 1.741 

Composite 

Mean Score 
4.960 0.747 4.952 1.144 4.702 1.079 4.774 1.215 4.773 1.228 

* The mean difference is significant at the 0.05 level.  
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Altruism and Length of Service  

The table below offers an allusive profile of altruism on the basis of length of service which had been categorized into four groups 

as shown in the table 5.41. The composite mean scores reveal that more the length of service of a branch heads more they find 

altruism in their sub-ordinates as a result of their experience or time spent in an organization.  To test the significant variances in 

the means, one way ANOVA was applied. The attained value of F (=0.156, P<0.05) indicates that there exists no significant mean 

difference. The most plausible reason for this result is attributed to be that, whether one is new or old in an organization they 

always forward themselves for the help of their co-workers. Thus branch heads don‘t think of altruistic behavior as something like 

extra role behavior. 

 

Table 5.41: Length of Service and Altruism 

* The mean difference is significant at the 0.05 level.  

STATEMENT 

NO. 

1-10 YEARS >10-20 YEARS >20-30 YEARS >30 YEARS F P 

MEAN STD. MEAN STD. MEAN STD. MEAN STD. 

0.156 0.926 

Alt 1 5.357 1.082 4.803 1.666 4.675 1.781 4.841 1.854 

Alt 10 5.143 1.099 4.455 1.711 4.732 1.756 4.849 1.843 

Alt 13 4.214 1.762 4.803 1.638 4.821 1.584 4.769 1.642 

Alt 15 4.500 1.698 4.727 1.651 5.081 1.561 5.071 1.545 

Alt 23 4.3571 1.692 4.894 1.609 4.699 1.431 4.681 1.543 

Composite 

Mean Score 
4.619 1.068 4.739 1.095 4.805 1.142 4.809 1.231 
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Altruism and Tenure 

Tenure was also undertaken as an independent variable to analyze its impact on Altruism. The table 3.42, below indicates that, 

those branch heads who have a recent experience of being branch heads noticed high altruism among their sub-ordinates as 

compared to those branch heads that had been branch heads for more than six years. To test the significant mean variances, one 

way ANOVA was employed. The attained result of F (=2.389, p<0.05) depicted that there exists an insignificant difference 

between Altruism and Tenure as branch head. The findings of the present study goes in contrast with the findings of  Khurram 

Shahzad (2011), who reported a significant difference of means of OCB  by the tenure as branch head. The most feasible reason is 

held to be that employees tend to help each other without any expectation of rewards in return. There is no appraisement for 

employees for exhibiting such behaviors as a result of which branch heads also don‘t take altruism as extra role behavior.  
 

 Table 5.42: Tenure as Branch Head and Altruism  

Statement 

No. 

1-3 Years >3-6 Years >6-9 Years >9-12 Years >12 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

2.389 0.51 

Alt 1 4.875 1.453 4.806 1.802 4.542 1.783 4.899 1.809 4.983 1.866 

Alt 10 4.937 1.563 5.111 1.304 4.593 1.786 4.899 1.802 4.333 1.985 

Alt 13 4.708 1.584 5.444 1.027 4.844 1.517 4.608 1.822 4.509 1.754 

Alt 15 5.396 1.198 5.556 0.939 4.969 1.559 4.759 1.704 4.579 1.889 

Alt 23 5.354 0.999 4.861 1.313 4.552 1.421 4.532 1.716 4.632 1.749 

Composite 

Mean Score 
5.058 0.809 5.156 0.761 4.713 1.144 4.701 1.239 4.555 1.429 

* The mean difference is significant at the 0.05 level.  
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Conscientiousness and Demographic Variables 

Conscientiousness and Nature of Ogranisation  

Conscientiousness is defined as discretionary behaviors that aid organization in 

general and go beyond the minimum role requirements of the organization 

(Organ, 1990and 1988). This behavior calls for actions like, going well beyond 

minimal required levels of attendance, punctuality, housekeeping, conserving 

resources, and related matters of internal maintenance.  An attempt has been 

made to explore the perception of respondents about the conscientiousness 

behavior on the basis of the nature of the organization. The table 5.43, provides 

a comparative picture of results obtained. The results so obtained divulge that, 

employees from public sector banks exhibit more conscientiousness behavior 

as compared to that of private sector bank employees. To test the significant 

difference, t-test was applied and the value of t (=0.907, p<0.05) ascertained 

that there exists no difference. The deemed reason for such insignificance is 

considered to be the nature of the job. The banking job demands this kind of 

behavior from its employees that aid an organization and failure of which can 

result fatal. 

Table 5.43: Conscientiousness and Nature of Ogranisation 

Nature of Organization Private Sector Public Sector  

Statement No. Mean SD Mean SD t P 

Cons 3 5.235 1.717 4.966 1.817 

0.907 0.365 

Cons 18 4.518 1.772 5.000 1.549 

Cons 21 4.588 1.806 4.774 1.630 

Cons 24 4.835 1.642 4.938 1.633 

Composite Mean Score 4.777 1.216 4.903 1.254 

* The mean difference is significant at the 0.05 level.  
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Conscientiousness and Gender 

The researcher also attempted to evaluate the impact of gender on 

Conscientiousness. The table 5.44, provides an allusive picture of 

Conscientiousness of male and female respondents. The composite mean scores 

as shown athwart the table 5.44 indicates that, the female respondents 

perceived more Conscientiousness behavior among their sub-ordinates as 

compared to the male respondents. To test the significant difference, t-test was 

employed and the obtained value of t (= -0.691, p<0.05) portends that there is 

an insignificant difference between gender and Conscientiousness. The most 

deemed reason for such a result is taken to be the nature of the job. The female 

employees alike male employees have to follow same job rules and regulations 

in the same manner as male employees do. 

 

Table 5.44: Conscientiousness and Gender 

 

Gender Male Female  

Statement No. Mean SD Mean SD t p 

Cons 3 5.112 1.759 5.108 1.802 

-0.691 0.490 

Cons 18 4.731 1.716 4.770 1.601 

Cons 21 4.682 1.709 4.649 1.794 

Cons 24 4.859 1.661 4.959 1.556 

Composite Mean Score 4.808 1.246 4.922 1.194 

* The mean difference is significant at the 0.05 level.  
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Conscientiousness and Organization 

To assay the conscientiousness behavior of employees in the sample organizations, branch heads were requested to rate their sub-

ordinates for conscientiousness behavior. An appraisement of the mean scores athwart the table 5.45 depicts that, employees from 

Punjab National Bank (PNB) exhibit high conscientiousness behavior as compared to the employees from other three banks. To 

test the variance in means one way ANOVA was applied and the obtained F value (=0.680, p<0.05) indicates that there doesn‘t 

exist any significant difference between the conscientiousness and organization. The most plausible reason for such result is 

deemed to be the demand of every organization for such behaviors that contribute to the healthy functioning of any organization.  

 

Table 5.45: Organization and Conscientiousness  
 

Statement no. 

JKB SBI PNB HDFC F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

0.680 0.565 

Cons 3 5.169 1.751 4.926 1.851 5.167 1.659 5.824 1.286 

Cons 18 4.509 1.748 4.959 1.597 5.208 1.285 4.588 2.033 

Cons 21 4.569 1.795 4.771 1.665 4.792 1.474 4.765 1.954 

Cons 24 4.811 1.654 4.926 1.682 5.000 1.383 5.059 1.560 

Composite Mean 

Score 
4.759 1.218 4.859 1.299 5.125 0.990 4.929 1.221 

* The mean difference is significant at the 0.05 level.   
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Conscientiousness and Age  

The present study also measured the influence of age of the respondents on the conscientiousness behavior of employees. An 

evaluation of mean scores across the table 5.46 below reveals that, the branch heads belonging to the age group of 36-40 perceived 

high conscientiousness behavior among their sub-ordinates. To test the significant difference, one way ANOVA was applied. The 

obtained value of F (=0.419, p<0.05) indicates that there doesn‘t exist any significant difference. The most plausible reason for 

such result is deemed to be the demand and expectations of every organization for such behaviors from every employee of any age 

group in contributing in the healthy functioning of an organization.  

 

Table 5.46: Age and Conscientiousness  

* The mean difference is significant at the 0.05 level.  

STATEMENT 

NO. 

30-35 YEARS 36-40 YEARS 41-46 YEARS 47-50 YEARS >50 YEARS F P 

MEAN STD. MEAN STD. MEAN STD. MEAN STD. MEAN STD. 

0.419 0.795 

Cons 3 4.800 2.440 5.214 1.704 4.929 1.762 5.199 1.769 5.169 1.724 

Cons 18 4.900 1.663 5.191 1.627 4.702 1.479 4.703 1.773 4.525 1.823 

Cons 21 4.800 1.619 4.691 1.759 4.738 1.644 4.728 1.644 4.661 1.739 

Cons 24 4.600 2.119 5.143 1.407 5.000 1.513 4.834 1.689 4.678 1.766 

Composite 

Mean Score 
4.880 1.212 5.005 1.298 4.802 1.179 4.863 1.194 4.695 1.362 
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Conscientiousness and Length of Service  

In the present study to assess the impact of length of service on Conscientiousness, respondents were categorized into four groups 

as shown in the table 5.47 below. An appraisement of the composite mean scores indicates that, those branch heads who are new to 

an organization noticed high conscientiousness behavior among their sub-ordinates. To test the variance in the mean scores, one 

way ANOVA was applied. The result of ANOVA with F value (=0.792, p<0.05) revealed that there exists no significant difference 

between Length of the service and Conscientiousness. The most plausible reason for such result is considered to be that, the 

organizations expect helping behaviors from its members whether they are new or old, in enhancing their overall effectiveness. 

 

Table 5.47: Length of Service and Conscientiousness 

Statement 

No. 

1-10 Years >10-20 Years >20-30 Years >30 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

0.792 0.499 

Cons 3 5.071 1.439 5.000 1.889 5.268 1.769 5.009 1.735 

Cons 18 4.929 1.685 4.773 1.596 4.869 1.703 4.558 1.727 

Cons 21 4.500 1.871 4.606 1.508 4.764 1.747 4.637 1.823 

Cons 24 5.429 1.342 4.682 1.883 4.919 1.556 4.894 1.600 

Composite 

Mean Score 
5.014 1.045 4.794 1.185 4.945 1.210 4.717 1.307 

 

* The mean difference is significant at the 0.05 level.  
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Conscientiousness and Tenure (as Branch Head) 

In the present study to gauge the impact of tenure as branch head on Conscientiousness, respondents were classified into five 

groups as shown in the table 5.48 below. An appraisement of the composite mean scores indicate that, those branch heads who 

have been newly appointed as branch heads in an organization noticed high presence of conscientiousness behavior among their 

sub-ordinates. To test the variance in the mean scores, one way ANOVA was applied. The result of ANOVA with F value (=1.829, 

p<0.05) revealed that there exists no significant difference between tenure as branch head and Conscientiousness. The most 

plausible reason for such result is deemed to be that, the branch heads were found lacking understanding of the concept of OCB as 

a result of which, they do not undertake OCB in evaluation process.  

Table 5.48: Tenure as Branch Head and Conscientiousness  

* The mean difference is significant at the 0.05 level.  

Statement No. 

1-3 Years >3-6 Years >6-9 Years >9-12 Years >12 Years F P 

Mean Std. Mean Std. Mean Std. Mean Std. Mean Std. 

1.829 0.123 

Cons 3 5.063 1.719 5.417 1.795 5.135 1.696 4.949 1.832 5.140 1.846 

Cons 18 4.813 1.758 5.028 1.083 5.021 1.616 4.494 1.746 4.368 1.769 

Cons 21 5.229 1.601 4.639 1.588 4.604 1.738 4.532 1.859 4.544 1.669 

Cons 24 5.292 1.091 5.222 1.376 4.833 1.702 4.734 1.795 4.614 1.770 

Composite 

Mean Score 
5.154 1.023 5.039 0.912 4.856 1.262 4.633 1.378 4.681 1.273 
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Courtesy and Demographic Variables  

Courtesy and Nature of Organization  

Courtesy refers to the gestures that aims to prevent interpersonal problems 

from happening, such as giving advance notice of the work schedule to 

someone who is in need, or consulting others before taking any actions that 

would affect them (Organ, 1990). The main idea of courtesy is avoiding actions 

that make colleagues work tough and giving them enough notice to get 

prepared when you add to their loads. It is the behavior aimed at preventing 

future problems in an organization. The table 5.49 below offers, a relative 

contour of courtesy across the respondents on the basis of nature of the 

organization. The figures in the table augur that public sector employee‘s 

possess courtesy higher than the private sector employees. To test the 

significant difference t-test was put to use, the results of which revealed that 

there exists a significant difference with the t (=2.853, p<0.05). The most 

probable explanation for this result is expected to be that the employees 

working in the public sector are fully aware of the fact that they will be within 

their organization till their retirement and for that reason, to sustain in their 

respective organizations and to spend each passing day smoothly they tend to 

avoid problems with other colleagues. While the employees of private sector 

banks, they have the job insecurity as they face fierce competitions from within 

their own organization, they have to strive for their job and position, as a result 

of which they show little low courtesy. 
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Table 5.49: Courtesy and Nature of Organisation 

Nature of Organization Private Sector Public Sector  

Statement No. Mean SD Mean SD t P 

Cour 5 4.406 1.701 4.671 1.738 

2.853 0.005 

Cour 8 4.518 1.824 4.678 1.627 

Cour 17 4.806 1.654 5.185 1.334 

Cour 20 4.424 1.723 4.849 1.464 

Cour 14 4.747 1.614 5.199 1.474 

Composite Mean Score 4.580 1.123 4.925 1.007 

* The mean difference is significant at the 0.05 level.  
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Courtesy and Gender  

To gauge the impact of gender over the courtesy dimension of Organizational 

citizenship Behavior, the males and female branch heads were requested to 

provide a useful insight about the courtesy behavior of their sub-ordinates. The 

composite mean scores as shown in the table 5.50 depicts that, male employees 

are more courteous than female employees. To test the significant difference, t-

test was carried out and the obtained t value (=0.429, p<0.05) revealed that 

there lies no significant difference between gender and the courtesy.  

 

Table 5.50: Courtesy and Gender 

 

Gender Male Female  

Statement No. Mean SD Mean SD t P 

Cour 5 4.512 1.724 4.581 1.720 

0.429 0.668 

Cour 8 4.641 1.721 4.432 1.783 

Cour 14 5.000 1.569 4.811 1.549 

Cour 17 4.971 1.534 5.014 1.503 

Cour 20 4.645 1.621 4.541 1.623 

Composite Mean Score 4.754 1.087 4.692 1.076 

* The mean difference is significant at the 0.05 level.  
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Courtesy and Organization 

The present study evaluated courtesy athwart four banks, namely; Jammu and Kashmir Bank, State Bank of India, Punjab National 

Bank, and Housing development and financial corporation. An appraisement of composite mean scores reveals that, the employees 

from Punjab National Bank exhibited high courteous behavior as compared to the employees belonging to other banks. To test the 

variance in the mean scores, one way ANOVA was applied and the attained value of F (=3.624, p<0.05) indicated that there exists 

a significant difference between the two, as exhibited in the table 5.51 

 

Table 5.51: Organization and Courtesy 
 

STATEMENT NO. 
JKB SBI PNB HDFC F P 

MEAN STD. MEAN STD. MEAN STD. MEAN STD. 

3.624 0.13 

Cour 5 4.412 1.707 4.590 1.747 5.083 1.667 4.353 1.693 

Cour 8 4.458 1.860 4.705 1.694 4.542 1.250 5.059 1.391 

Cour 14 4.699 1.671 5.156 1.548 5.417 1.018 5.177 0.883 

Cour 17 4.771 1.644 5.180 1.367 5.208 1.179 5.118 1.764 

Cour 20 4.366 1.735 4.828 1.509 4.958 1.233 4.941 1.560 

Composite Mean 

Score 
4.541 1.128 4.892 1.051 5.092 0.741 4.929 1.037 

* The mean difference is significant at the 0.05 level.   
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Courtesy and Age  

An analysis of mean scores across the table 5.52 reveals that, the employees of all five age groups rated their sub-ordinates for 

exhibiting courtesy but the branch heads belonging to the age group of 36-40 rated their subordinate slightly higher than other 

groups for courtesy. To test the results for significant differences, one way ANOVA was employed and the attained value of F 

(=0.863, p<0.05) indicated that age doesn‘t influence the perception of branch heads regarding the courtesy behavior of their sub-

ordinates 

Table 5.52: Age And Courtesy 

Statement 

No. 

30-35 Years 36-40 Years 41-46 Years 47-50 Years >50 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

0.863 0.487 

Cour 5 3.800 1.619 5.095 1.465 4.619 1.536 4.422 1.811 4.339 1.881 

Cour 8 4.900 1.287 4.643 1.723 4.607 1.756 4.488 1.728 4.695 1.831 

Cour 14 4.800 1.033 5.191 1.685 4.845 1.501 4.017 1.559 4.848 1.669 

Cour 17 5.000 1.886 5.238 1.376 4.293 1.495 5.157 1.366 4.509 1.823 

Cour 20 4.900 1.286 4.619 1.324 4.619 1.627 4.703 1.636 4.407 1.830 

Composite 

Mean Score 
4.680 0.875 4.957 1.133 4.724 1.038 4.767 1.088 4.559 1.132 

* The mean difference is significant at the 0.05 level.  
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Courtesy and Length of Service 

The present study also attempted to analyze the impact of Length of service with courtesy by categorizing respondents into four 

groups as shown in table 5.53 below. An evaluation of composite mean scores indicates that those branch heads who have spent 1-

10 years in their organizations perceive high courtesy among their sub-ordinates as compared to other groups. To check 

statistically the variance of means, one way ANOVA was used and the achieved value of F (=0.630, p<0.05) as presented in the 

table 5.53, divulged that, there is an insignificant difference between courtesy and length of service 

 

Table 5.53: Length of Service and Courtesy  

 * The mean difference is significant at the 0.05 level 

Statement 

No. 

1-10 Years >10-20 Years >20-30 Years >30 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

0.630 0.596 

Cour 5 5.071 1.492 4.227 1.625 4.699 1.679 4.451 1.827 

Cour 8 4.500 1.401 4.742 1.721 4.553 1.724 4.558 1.807 

Cour 14 5.214 1.122 4.849 1.417 4.862 1.631 5.089 1.623 

Cour 17 5.214 0.975 4.909 1.422 5.049 1.525 4.920 1.643 

Cour 20 5.143 1.167 4.818 1.548 4.585 1.629 4.478 1.691 

Composite 

Mean Score 
5.114 0.641 4.709 0.968 4.749 1.113 4.699 1.156 
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Courtesy and Tenure (as Branch Head) 

The present study also attempted to analyze the impact of tenure as branch head on courtesy by categorizing respondents into five 

groups as shown in table 5.54. Observation of composite mean scores as shown in the table below provides a comparative profile 

of courtesy and tenure as branch head, indicating that those branch heads who have been newly appointed as branch heads in their 

organizations perceive high courtesy among their sub-ordinates as compared to other groups. To check statistically the variance of 

means, one way ANOVA was used and the achieved value of F (=1.076, p<0.05), divulged that there is an insignificant difference 

between courtesy and tenure as branch head 

Table 5.54:  Tenure  as Branch Head and Courtesy 

* The mean difference is significant at the 0.05 level.  

Statement 

No. 

1-3 Years >3-6 Years >6-9 Years >9-12 Years >12 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

1.076 0.368 

Cour 5 4.542 1.713 4.667 1.531 4.615 1.761 4.544 1.738 4.263 1.778 

Cour 8 4.479 1.487 4.944 1.54 4.510 1.729 4.684 1.815 4.474 1.946 

Cour 14 5.208 1.148 4.806 1.305 4.844 1.718 5.101 1.661 4.825 1.616 

Cour 17 5.542 1.091 5.278 1.301 5.000 1.361 4.772 1.768 4.579 1.721 

Cour 20 4.729 1.410 4.833 1.612 4.625 1.558 4.646 1.664 4.351 1.837 

Composite 

Mean Score 
4.900 0.767 4.906 1.017 4.719 1.089 4.749 1.165 4.519 1.209 
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Civic Virtue and Demographic Variables  

Civic-Virtue and Nature of Organization 

Civic virtue is defined as, productive involvement in the political processes of 

the organization and contribute to this process by expressing opinions, 

attending meetings, discussing the issues of the day with colleagues, and 

reading organizational communications such as mails for the well being of the 

organization. It refers at those behaviors concerned with the political life of the 

organization.  

The level of civic virtue among the respondents was also analyzed on the basis 

of the nature of the organization. The table 5.55 below offers, a comprehensive 

detail of the civic virtue behavior among the private sector and public sector 

bank employees. The results of the present study divulge that, this behavior is 

exhibited by the employees belonging to both the sectors. To test the 

significant difference, t- test was employed. The obtained value of t (=0.372, 

p<0.05) augured that there is an insignificant difference. The most possible 

reason here in this case is considered to be the effect of globalization and 

expansion, the organization from both the sectors provides its employees with 

alluring and beneficial options with an aim to build an image in the 

international market and for that reason employees do not hesitate in 

participating in any political process.  
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Table 5.55: Civic-Virtue and Nature of Organization 

Nature of Organization Private Sector Public Sector  

Statement No. Mean SD Mean SD t P 

Civic 6 4.918 1.644 4.966 1.459 

 

0.372 

 

0.710 

Civic 9 4.324 1.917 4.267 1.747 

Civic 11 4.459 1.710 4.527 1.678 

Civic 12 4.812 1.561 4.925 1.585 

Composite Mean Score 4.628 1.209 4.676 1.048 

* The mean difference is significant at the 0.05 level.  
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Civic –Virtue and Gender  

The present study also focused to analyze the level of civic virtue among the 

respondents on the basis of gender. The table 5.56 offers, a comprehensive 

detail of the civic virtue behavior among the males and female bank 

employees. The results of the present study divulge that, branch heads perceive 

males exhibiting this behavior more as compared to the female employees. To 

test the significant difference, t- test was employed. The obtained value of t 

(=1.576, p<0.05) augured that there is an insignificant difference. 

 

Table 5.56: Civic –Virtue and Gender 

 

Gender Male Female  

Statement No. Mean SD Mean SD T p 

Civic 6 5.008 1.508 4.716 1.708 

1.576 0.116 

Civic 9 4.422 1.859 3.892 1.717 

Civic 11 4.496 1.744 4.473 1.528 

Civic 12 4.897 1.557 4.757 1.620 

Composite Mean Score 4.705 1.148 4.468 1.085 

* The mean difference is significant at the 0.05 level.  
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Civic-Virtue and Organization  

The present study also analyzed the influence on the Civic-Virtue as a 

result of Organizations. The table 5.57 provides,  a comparative profile of 

Civic-virtue across four banks, namely, Jammu and Kashmir Bank, State 

Bank of India, the Punjab National Bank and Housing Development and 

Financial Corporation respectively. An observation of composite mean 

values reveals that, the employees from HDFC bank were rated high for 

exhibiting civic-virtue by their respective branch heads. To test the 

significant difference, one way ANOVA was employed and the obtained 

value of F (= 3.808, P<0.05) specified a significant difference between 

organization and civic-virtue. 
 

Table 5.57: Civic – Virtue and Organization 

 
 

Statement 

No. 

JKB SBI PNB HDFC F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

3.808 0.011 

Civic 6 4.849 1.693 4.844 1.505 5.583 1.018 5.529 0.943 

Civic 9 4.242 1.913 4.180 1.772 4.708 1.574 5.059 1.853 

Civic 11 4.359 1.761 4.492 1.692 4.708 1.628 5.352 0.702 

Civic 12 4.758 1.610 4.844 1.636 5.333 1.239 5.294 0.919 

Composite 

Mean 

Score 

4.552 1.235 4.590 1.044 5.110 0.981 5.309 0.647 

* The mean difference is significant at the 0.05 level. 

. 
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Civic-Virtue and Age 

In the present study age was also used to evaluate its impact on the civic-virtue. The table 5.58 offers, a comparative profile of 

civic-virtue across five age groups. The table5.58 reveals that, the respondents falling in the category of 36-40 years assumed their 

sub-ordinates to exhibit high civic-virtues as compare to other age groups. To test the variance in the means of civic-virtue on the 

basis of age, one way ANOVA was applied and the obtained value of F (=1.828, p<0.05) signified that there is an insignificant 

difference. 

Table 5.58: Civic-Virtue and Age 

Statement 

No. 

30-35 YEARS 36-40 YEARS 41-46 YEARS 47-50 YEARS >50 YEARS F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

1.838 0.121 

Civic 6 4.800 1.687 5.476 1.384 4.714 1.579 4.917 1.584 4.949 1.536 

Civic 9 5.000 1.764 4.691 1.867 4.333 1.717 4.190 1.863 4.068 1.929 

Civic 11 4.400 1.349 5.095 1.679 4.297 1.566 4.529 1.728 4.271 1.799 

Civic 12 5.100 0.738 4.976 1.379 4.774 1.616 4.876 1.681 4.847 1.529 

Composite 

Mean 

Score 

4.825 1.231 5.059 1.048 4.529 1.112 4.634 1.189 4.534 1.067 

* The mean difference is significant at the 0.05 level.  
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Civic- Virtue and Length of Service 

The present study also attempted to analyze the impact of Length of service on civic-virtue by categorizing respondents into four 

groups as shown in table 5.59. An evaluation of composite mean scores indicates that those branch heads that have spent >20 years 

in their organizations perceive the high presence of civic-virtue among their sub-ordinates as compared to other groups. To check 

statistically the variance of means, one way ANOVA was used and the realized value of F (=2.593, p<0.05), divulged that there is 

an insignificant difference between civic-virtue and length of service. 

 

Table 5.59: Civic- Virtue and Length of Service 

Statement 

No. 

1-10 Years >10-20 Years >20-30 Years >30 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

2.593 0.53 

Civic 6 4.643 1.737 4.849 1.542 5.106 1.530 4.849 1.582 

Civic 9 4.500 1.506 4.182 1.814 4.504 1.835 4.115 1.889 

Civic 11 4.571 1.697 4.379 1.547 4.869 1.634 4.133 1.770 

Civic 12 5.000 1.359 4.758 1.683 4.968 1.448 4.797 1.665 

Composite 

Mean Score 
4.725 1.130 4.542 1.073 4.862 1.128 4.474 1.158 

* The mean difference is significant at the 0.05 level.  
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Civic-virtue and Tenure (as Branch Head)  

The present study also attempted to analyze the impact of tenure as branch head on civic-virtue by categorizing respondents into 

five groups as shown below in the table 5.60. An evaluation of composite mean scores indicates that those branch heads that have 

spent >3-6 years in their organizations as a branch heads perceived high presence of civic-virtue among their sub-ordinates as 

compared to other groups. To check statistically the variance of means, one way ANOVA was used and the realized value of F 

(=3.243, p<0.05), divulged that there is an insignificant difference between civic-virtue and the tenure as branch heads 

Table 5.60: Civic-virtue and Tenure (as branch head) 

* The mean difference is significant at the 0.05 level.  

STATEMENT 

NO. 

1-3 YEARS >3-6 YEARS >6-9 YEARS >9-12 YEARS >12 YEARS F P 

MEAN STD. MEAN STD. MEAN STD. MEAN STD. MEAN STD. 

3.243 0.130 

Civic 6 5.292 1.383 5.167 1.384 4.875 1.509 4.861 1.623 4.719 1.770 

Civic 9 4.063 1.616 5.000 1.656 4.635 1.649 4.089 2.014 3.772 1.982 

Civic 11 4.333 1.589 5.028 1.341 4.656 1.685 4.392 1.829 4.140 1.737 

Civic 12 5.354 1.139 5.111 1.116 4.813 1.578 4.772 1.739 4.509 1.784 

Composite 

Mean Score 
4.760 0.992 5.076 0.976 4.745 1.124 4.529 1.234 4.297 1.133 
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Sportsmanship and Demographic Variables  

Sportsmanship and Nature of Organization  

Sportsmanship is defined as ―a person‘s desire not to complain when 

experiencing the inevitable inconveniences and annoyances generated in 

exercising a professional activity‖ (Organ, 1990). It refers to not complaining 

needlessly and being positive and tolerant towards intricacy that may be 

experienced at the workplace.  

The present study also analyzed the difference between public sector and 

private sector with regard to the level of sportsmanship. The table 5.61 below 

provides, an overview of sportsmanship behavior exhibited by public sector 

and private sector employees. An assessment of composite mean score across 

the table reveals that employees from both sectors exhibit sportsmanship 

behavior. To test the significance of differences, t-test was applied. The results 

revealed an insignificant difference at t (=-0.801, p<0.05). The expected reason 

for such result is considered to be the scarcity of jobs in the job market in the 

state of Jammu and Kashmir. 
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Table 5.61: Sportsmanship and Nature of Organization 

 

Nature of Organization Private Sector Public Sector  

Statement No. Mean SD Mean SD t P 

Spor 2 4.677 1.895 4.349 1.760 

-0.801 0.424 

Spor 4 4.206 2.148 4.205 1.883 

Spor 7 4.018 2.007 4.157 1.818 

Spor 16 4.177 1.923 4.322 1.781 

Spor 19 4.212 1.765 4.239 1.909 

Composite Mean Score 4.026 1.126 3.929 0.993 

* The mean difference is significant at the 0.05 level.  
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Sportsmanship and Gender 
 

The present study also tried to analyze the impact of gender on sportsmanship. 

The table 5.62 offers, a comparative picture of Sportsmanship across males and 

female respondents. The table 5.62 depicts that, male respondents felt that their 

sub-ordinates exhibited more sportsmanship behavior as compared to female 

respondents. To test the significant difference, t-test was employed and the 

obtained value of t (=1.237, p<0.05) indicated that there exists an insignificant 

difference between gender and sportsmanship.  
 

Table 5.62: Sportsmanship and Gender 

 

 Male Female  

Statement No. Mean SD Mean SD T P 

Spor 2 4.541 1.845 4.473 1.829 

 

 

1.237 

 

 

0.217 

Spor 4 4.265 2.054 4.014 1.934 

Spor 7 4.153 1.915 3.851 1.935 

Spor 16 4.277 1.806 4.135 2.023 

Spor 19 4.256 1.811 4.122 1.902 

Composite Mean Score 4.022 1.075 3.847 1.031 

* The mean difference is significant at the 0.05 level.  
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Sportsmanship and Organization 

The present study also analyzed the influence on the sportsmanship as a result 

of Organizations. The table 5.63 provides, a comparative profile of 

sportsmanship across four the banks namely, Jammu and Kashmir Bank, State 

Bank of India, the Punjab National Bank and Housing Development and 

Financial Corporation respectively. An examination of composite mean values 

reveals that, the employees from HDFC bank were rated high for exhibiting 

sportsmanship by their respective branch heads. To test the significant 

difference, one way ANOVA was employed and the obtained value of F (= 

0.404, P<0.05) specified an insignificant difference between organization and 

sportsmanship. 

 

Table 5.63: Sportsmanship and Organization 

 

Statemen

t No. 

JKB SBI PNB HDFC F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

0.404 0.750 

Spor 2 4.660 1.903 4.295 1.752 4.625 1.813 4.824 1.879 

Spor 4 4.183 2.202 4.229 1.871 4.083 1.976 4.412 1.623 

Spor 7 4.013 2.039 4.107 1.839 4.417 1.717 4.059 1.749 

Spor 16 4.131 1.953 4.369 1.773 4.083 1.839 4.588 1.623 

Spor 19 4.063 1.812 4.336 1.901 3.750 1.917 4.647 1.223 

Composit

e Mean 

Score 

4.005 1.143 3.931 0.935 3.921 1.271 4.212 0.968 

* The mean difference is significant at the 0.05 level.  
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Sportsmanship and Age  

An analysis of mean scores across the table 5.64 reveals that, the employees of all five age groups rated their sub-ordinates for 

exhibiting sportsmanship but the branch heads belonging to the age group of 36-40 rated their subordinate slightly higher than 

other groups for sportsmanship. To test the results for significant differences, one way ANOVA was employed and the attained 

value of F (=0.193, p<0.05) indicated that age doesn‘t influence the perception of branch heads regarding the sportsmanship 

behavior of their sub-ordinates. 

 

Table 5.64: Sportsmanship and Age 

* The mean difference is significant at the 0.05 level.  

Statement 

No. 

30-35 Years 36-40 Years 41-46 Years 47-50 Years >50 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

0.193 0.942 

Spor 2 4.300 2.163 4.333 1.959 4.607 1.679 4.463 1.862 4.712 1.903 

Spor 4 4.100 2.025 4.309 1.944 4.286 1.967 4.182 2.069 4.085 2.136 

Spor 7 4.200 1.619 4.309 1.981 4.024 1.823 4.157 1.889 3.831 2.143 

Spor 16 4.300 1.494 4.309 1.969 4.286 1.739 4.231 1.865 4.153 2.024 

Spor 19 4.700 1.418 4.167 2.071 4.298 1.842 4.314 1.789 3.898 1.787 

Composite 

Mean Score 
3.900 1.334 4.109 0.969 3.983 1.032 3.951 1.122 3.963 1.044 
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Sportsmanship and Length of Service 

The present study also attempted to analyze the impact of Length of service on sportsmanship by categorizing respondents into 

four groups as shown in the table 5.65. An assessment of composite mean scores indicates that those branch heads that have spent 

>10-20 years in their organizations perceive the high presence of sportsmanship among their sub-ordinates as compared to other 

groups. To check statistically the variance of means, one way ANOVA was used and the realized value of F (=1.212, p<0.05), 

divulged that there is an insignificant difference between sportsmanship and length of service. 

 

Table 5.65: Sportsmanship and Length of Service 

* The mean difference is significant at the 0.05 level.  

Statement 

No. 

1-10 Years >10-20 Years >20-30 Years >30 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. 

1.212 0.305 

Spor 2 4.214 1.626 4.621 1.838 4.447 1.891 4.593 1.821 

Spor 4 4.000 1.709 4.378 2.074 4.219 2.038 4.115 2.038 

Spor 7 4.071 2.093 4.212 1.861 4.138 1.943 3.947 1.927 

Spor 16 3.857 1.512 4.258 1.817 4.252 1.879 4.274 1.909 

Spor 19 3.643 1.823 4.667 1.657 4.171 1.894 4.097 1.832 

Composite 

Mean Score 
3.736 1.195 4.118 1.058 4.044 1.044 3.864 1.079 
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Sportsmanship and Tenure as Branch Heads  

The present study also attempted to analyze the impact of tenure as branch head on sportsmanship by categorizing respondents into 

five groups as shown below in the table 5.66. Inspection of composite mean scores as shown in the table 5.66 provides a 

comparative profile of courtesy and tenure as branch head, indicating that those branch heads who have been their more than 6 

years and up to 9 years as branch heads in their organizations perceive high sportsmanship among their sub-ordinates as compared 

to other groups. To check statistically the variance of means, one way ANOVA was used and the achieved value of F (=1.342, 

p<0.05), augur that there is an insignificant difference between courtesy and tenure as branch head 

Table 5.66: Sportsmanship and Tenure as Branch Heads
 

Statement 

NO. 

1-3 Years >3-6 Years >6-9 Years >9-12 Years >12 Years F P 

Mean STD. Mean STD. Mean STD. Mean STD. Mean STD. 

1.342 0.254 

Spor 2 4.292 1.701 5.111 1.526 4.417 1.798 4.544 1.940 4.509 2.028 

Spor 4 4.000 2.011 3.667 1.927 4.469 1.968 4.342 2.031 4.088 2.165 

Spor 7 4.000 1.834 3.917 1.826 4.313 1.796 4.139 2.061 3.789 2.059 

Spor 16 3.937 1.906 3.833 1.539 4.365 1.876 4.392 1.786 4.351 2.048 

Spor 19 3.833 1.778 4.194 1.802 4.365 1.958 4.228 1.783 4.333 1.746 

Composite 

Mean Score 
3.829 1.00 3.795 1.061 4.144 1.075 4.048 1.074 3.861 0.999 

* The mean difference is significant at the 0.05 level.  
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Analysis of Results and Hypotheses Testing  

In order to arrive at the results, the preset hypotheses were statistically tested 

using various statistical tools like, one way ANOVA, t-test, correlation, and 

regression. 

Inferential Analysis  

Inferential Analysis includes the tests like t-test and F-test. These types of 

tests are used to compute the significant differences between the constructs 

undertaken in the present study with regard to the demographic variables. 

The HRD Climate was analyzed using t-test and one way ANOVA to test for 

the variance in the mean scores of each dimension of HRD Climate with regard 

to the demographic Variables, and the results of statistical tools divulged in an 

insignificant difference. Hence, allowing us to accept the following 

Hypotheses; 

H1: HRD Climаtе dоеs nоt vаry significаntly аcrоss thе dеmоgrарhic 

vаriаblеs; 

H1а:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf nаturе оf   

Оrgаnizаtiоn.       

H1b:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf Gеndеr оf              

rеsроndеnts. 

H1c:  HRDC vаry significаntly bеtwееn thе bаnks fаlling in diffеrеnt sеctоr  

bаnks thаn within thе sаmе sеctоr bаnks. 

H1d:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf Аgе оf    

rеsроndеnts  

H1е:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf Lеngth оf 

sеrvicе. 

H1f:  HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf tеnurе. 
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Similarly, OCB was analyzed to check the variance as a result of demographic 

variables using statistical tools like t-test and one way ANOVA and the 

obtained resulted indicated in insignificant differences. Thus, allowing in 

acceptance of following hypotheses; 

H2:  ОCB dоеs nоt vаry significаntly аcrоss thе dеmоgrарhic vаriаblеs; 

H2а:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf nаturе оf Оrgаnizаtiоn.       

H2b:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf Gеndеr оf rеsроndеnts. 

H2c:  Thе еmрlоyееs fаlling in diffеrеnt sеctоr bаnks will еxhibit lеss ОCB  

thаn thе еmрlоyееs within sаmе sеctоr bаnks.  

H2d:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf Аgе оf rеsроndеnts 

H2е:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf Lеngth оf sеrvicе. 

H2f:  ОCB dоеs nоt vаry significаntly оn thе bаsis оf tеnurе. 

However, other hypotheses of the present study have been tested statistically 

and have been explained in the following sessions; 
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HRD Climate and Organizations 

With an aim to test the variance in HRD Climate among the banks under study, 

one way ANOVA was put to task to test the significant differences and the 

obtained value of F =1.095, revealed that there is an insignificant difference 

with the p value 0.351 which is greater than the set standard of p<0.05. Thus 

the results achieved indicated acceptance of the hypotheses. Therefore, it can 

be said that the perception regarding the existence of HRD Climate varies more 

between the banks falling within the same sector than between the banks falling 

in different sector. It is also evident from the mean scores of each bank as 

shown in the table 5.67. Thus, it can be concluded that HRD Climate doesn‘t 

vary significantly across the organizations. 

 

Table 5.67: HRD Climate and Organizations 

 

Organization N Mean 
Std. 

Deviation 

F 

 

Sig. 

 

JKB 153 3.3658 .56064 

1.095 0.351 

HDFC 17 3.5156 .43303 

PNB 24 3.2525 .78609 

SBI 122 3.4368 .55501 

Total 316 3.3927 .57277 
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HRD Climate and Age of Respondents  

HRD Climate was also analyzed to measure variance as a result of age of 

respondents. For this purpose, one way ANOVA was put to task to test the 

differences, if any. The obtained value of F =0.837 (see table 5.68) reveals that 

there is an insignificant difference with the p value 0.503, which is greater 

than the set standard of p<0.05. Hence, it can be said that the perception 

regarding the existence of HRD Climate does not vary as a result of age of the 

respondents. Thus, it can be concluded that HRD Climate doesn‘t vary 

significantly on the basis of age of respondents. 

 

Table 5.68: HRD Climate and Age of Respondents 

 

Age N Mean Std. F P 

30-35 10 3.1853 .57619 

0.837 0.503 

36-40 42 3.3060 .67057 

41-46 84 3.4576 .47380 

47-50 121 3.3943 .58269 

>50 59 3.3938 .60799 

Total 316 3.3927 .57277 
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HRD Climate and Length of Service 

With an aim to test the variance in HRD Climate on the basis of Length of 

Service, one way ANOVA was put to task to test the significant differences and 

the obtained value of F =0.417, exposed that, there is an insignificant 

differences with the p value 0.741, which is greater than the set standard of 

p<0.05. Thus the results achieved (see table 5.69) signify, acceptance of the 

hypotheses. Therefore, it can be said that, HRD Climate does not vary 

significantly on the basis of length of service. 

 

Table 5.69: HRD Climate and Length of Service 

 

Length of 

Service 
N Mean Std. F P 

1-10yrs 14 3.2710 .65556 

0.417 0.741 

>10-20 yrs 66 3.4060 .49183 

>20-30yrs 123 3.3690 .54082 

>30yrs 113 3.4258 .64040 

Total 316 3.3927 .57277 

1-10yrs 14 3.2710 .65556 
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HRD Climate and Tenure  

Tenure as a branch head was evaluated to check the variance in HRD Climate. 

This aim was analyzed using one-way ANOVA, and the results of which at F 

(=1.264, p<0.05), divulged that there exists an insignificant difference (See 

table 5.70). Thus, we conclude that HRD Climate doesn‘t vary significantly on 

the basis of tenure as branch head.   

 

Table 5.70: HRD Climate and Tenure 

 

Tenure N Mean Std. F P 

1-3YRS 48 3.2316 .55599 

1.264 0.284 

>3-6YRS 36 3.4788 .51926 

>6-9YRS 96 3.4105 .56584 

>9-12YRS 79 3.4300 .61039 

ABOVE 

12YERS 
57 3.3922 .57076 

Total 316 3.3927 .57277 
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OCB and Organizations 

An easy look at the table 5.71 reveals that, the employees from HDFC exhibit 

more of OCB, followed by the employees from PNB, SBI and JKB 

respectively. Hence, to check our second hypothesis for OCB among the 

employees of four the banks, namely; JKB, SBI, PNB and HDFC, one way 

ANOVA was applied and the results of which divulged that Organizational 

citizenship is more exhibited by the employees falling in different sector as 

compared to the employees falling in within same sector. Thus resulting in the 

acceptance of our Hypothesis at an F value (= 2.186, p=0.090, which is greater 

than 0.05). Indicating that, OCB does not vary significantly on across the 

organizations. 

 

Table 5.71: OCB and Organizations 

 

 N Mean 
Std. 

Deviation 
F Sig. 

J&K Bank 153 4.5473 .98111 

2.186 0.090 

HDFC 17 4.9565 .61756 

PNB 24 4.8949 .70059 

SBI 122 4.6882 .73823 

Total 316 4.6501 .86276 
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OCB and Age of Respondents 

In order to check the variance in OCB on the basis of Age of respondents, one-

way ANOVA was applied and the results obtained from such statistical tool, 

(see table 5.72) divulged that, there exits an insignificant difference in the 

means of OCB as a result of age of the respondents, at F (=0.746, p= 0.561). 

Hence, we conclude that, OCB doesn‘t vary significantly as a result of Age of 

respondents.  

 

Table 5.72: OCB and Age of Respondents 

 

Age N Mean Std. F P 

30-35 10 4.6826 .80119 

0.746 0.561 

36-40 42 4.8437 .85632 

41-46 84 4.6222 .84698 

47-50 121 4.6479 .91407 

>50 59 4.5512 .79437 

Total 316 4.6501 .86276 
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OCB and Length of Service 

Length of service was also measured to check the variance in OCB using one-

way ANOVA. The results obtained, F value (=0.325, p>0.05), indicated that 

there doesn‘t exist any significant difference between OCB and the Length of 

service (see the table 5.73). Thus, we conclude that OCB doesn‘t vary 

significantly on the basis of length of service. 

Table 5.73: OCB and Length of Service 

 

length of 

service 
N Mean Std. F P 

1-10yrs 14 4.6584 .67483 

0.325 0.807 

>10-20 yrs 66 4.6344 .84090 

>20-30yrs 123 4.7066 .85609 

>30yrs 113 4.5968 .90853 

Total 316 4.6501 .86276 

1-10yrs 14 4.6584 .67483 
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OCB and Tenure  

Tenure as branch head was also measured to check the variance in OCB using 

one-way ANOVA. The results obtained, F value (=1.504, p>0.05), indicated 

that there doesn‘t exist any significant difference between OCB and the tenure 

as branch head(see table, 5.74). Thus, we conclude that OCB doesn‘t vary 

significantly on the basis of tenure. 

 

Table 5.74: OCB and Tenure 

 

Tenure N Mean Std. F P 

1-3yrs 48 4.7509 .58275 

1.504 0.201 

>3-6yrs 36 4.8539 .67012 

>6-9yrs 96 4.6780 .92813 

>9-12yrs 79 4.6048 .89365 

Above 

12yers 
57 4.4523 .98397 

Total 316 4.6501 .86276 
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HRD Climate and the Nature of Organization 

An independent t-test was carried out to check the variation in the perception of 

respondents on the basis of nature of Organization. The results of the 

independent t-test revealed that there is an insignificant difference with the t 

value (=0.398, p=0.691) between the perception HRD Climate and the nature 

of the organization (see table 5.75). Therefore, the acceptance of hypothesis 

becomes certain. Thus, it can be concluded that, the HRD Climate does not 

vary significantly on the basis of nature of the organization. The finding of 

present study goes in contrary to the earlier findings of Purang (2006) and 

Chaudhary et.al (2012), both these studies found private sector with high 

presence of HRD Climate as compared to the public sector. Thus, the 

assumption of the present study got accepted for the t value (=0.398, p<0.05). 

The most probable reason for such an output in the present study is deemed to 

be the competition faced by private as well as public sector banks as a result of 

globalization and various economical and financial reforms in India. These 

changes have compelled the organizations to provide their employees with 

favorable and congenial work climate in view of coping with such 

uncontrollable changes. 

 

Table 5.75: HRD Climate and Nature of Organization 

Nature of Orgnazation N Mean 
Std. 

Deviation 
t Sig 

Public 146 3.4065 .59981 
 

 

0.398 

 

 

0.691 
Private 170 3.3808 .54999 
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HRD Climate and Gender of Respondents  

An independent t-test was also carried out to check the variation in the 

perception of respondents on the basis of Gender of respondents. The results of 

the independent t-test as presented in the table 5.76 revealed that there is an 

insignificant difference with the t value (=-.734, p=0.464). Hence, we 

conclude that, HRD Climate does not vary on the basis of Gender of 

respondents. 

 

Table 5.76: HRD Climate and Gender of Respondents 

 

Gender N Mean Std. t P 

Male 242 3.3811 .60048 

-.734 0.464 

Female 74 3.4304 .47256 
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OCB and Nature of Organization 

The table below presents the results of independent t-test, which was carried 

out to find a mean difference in the OCB on the basis of nature of organization. 

The obtained value of t (=1.405, p= 0.161) indicated that, there is not a 

significant difference in means of OCB on the basis of nature of the 

organization (see table 5.77).  In other words, respondents perceived that the 

Organizational citizenship behavior is exhibited by the employees of both 

sectors indifferently. Thus, set hypothesis got accepted with t value (=1.405, 

p<0.05). The most possible reason for such result can be attributed to be that, 

the concept of Organizational citizenship behavior is not being valued or is 

being ignored because of the unawareness of the concerned people about the 

concept of Organizational citizenship behavior in India in general and in the 

state of Jammu and Kashmir in particular. 

 

Table 5.77: OCB and Nature of Organization 

 

Nature of Orgnazation N Mean 
Std. 

Deviation 
t Sig 

Public 146 4.7222 .73385  

 

1.405 

 

 

0.161 Private 170 4.5882 .95761 
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OCB and Gender of Respondents 

An independent t-test was carried out with an aim of analyzing variance in 

OCB as a result of gender of respondents. The results so obtained (t=1.014 and 

p= 0.311) divulged that, there doesn‘t exist any significant difference (see 

table 5.78). In other words, respondents perceived that the Organizational 

citizenship behavior is exhibited by the employees irrespective of their gender. 

Thus, we conclude that, OCB doesn‘t vary significantly on the basis of gender 

of respondents.  

 

Table 5.78: OCB and Gender of Respondents 

 

Gender N Mean Std. t P 

Male 242 4.6773 .87509 

1.014 0.311 

Female 74 4.5611 .82057 
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Correlation Analysis  

The present study undertook Pearson‘s Correlation Coefficient to determine the 

nature of relationship between Human Resource Development Climate 

(independent variable) and Organizational Citizenship Behavior (dependent 

variable). The correlation matrix as presented below in thetable 5.79 divulge 

that, there is significantly a positive correlation between Human Resource 

Development Climate (HRD C) and Organizational Citizenship Behavior 

(OCB) (r= 0.486, p<0.05). The results further indicate there is significantly a 

positive correlation between the dimensions of Organizational Citizenship 

Behavior and Human Resource Development Climate.  The present study 

witnessed a significant positive correlation between HRD Climate and 

Altruism (r= 0.470, p<0.05), HRD Climate and Conscientiousness (r= 0.439, 

p<0.05), HRD Climate and Courtesy (r= 0.436, p<0.05), HRD Climate and 

Civic-virtue (r=0.295, p<0.05), HRD Climate and Sportsmanship (r=0.177, 

p<0.05). Consequently, our hypothesis got rejected. The findings of present 

study are also supported by Akinyemi Benjamin (2012), who attempted to 

analyze the impact of Human Resource Development Climate over 

Organizational Citizenship Behavior and Turnover Intentions and the results of 

his study revealed that there is about 36% of relationship between OCB and 

HRD Climate. Similarly, Pirzada Sami Ullah Sabri (2014), carried out a 

research study entitled as “Human Resource Development Climate and 

Organizational Citizenship Behavior: A Study on the Mediating Effects of 

Perceived Organizational Support in the Manufacturing Sector of Pakistan‖ and 

found a positive and significant relationship between Human Resource 

Development Climate and Organizational Citizenship Behavior. Hence our 

hypothesis got rejected, as the present study found a significant relationship 

between Human Resource Development Climate and Organizational 

Citizenship Behavior as well as between the dimensions of both constructs. 
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Table 5.79: Correlation Matrix of HRD Climate and OCB 

Dimensions  GC OCT C HRD M Altruism Cons. Court. 
Civic-

virtue 
Sports. OCB HRDC 

General climate 

Pearson 

Correlation 
1          

Sig. (2-tailed)           

OCTAPACE 

Culture 

Pearson 

Correlation 

.640 
**

 
1         

Sig. (2-tailed) .000          

HRD 

Mechanisms 

Pearson 

Correlation 

.659 
**

 

.813 
**

 
1        

Sig. (2-tailed) .000 .000         

Altruism 

Pearson 

Correlation 

.424 
**

 

.531 
**

 

.495 
**

 
1       

Sig. (2-tailed) .000 .000 .000        

Conscientiousness 

Pearson 

Correlation 

.421 
**

 

.516 
**

 

.480 
**

 

.722 
**

 
1      

Sig. (2-tailed) .000 .000 .000 .000       

Courtesy 

 

Pearson 

Correlation 

.411 
**

 

.527 
**

 

.465 
**

 

.700 
**

 

.742 
**

 
1     

Sig. (2-tailed) .000 .000 .000 .000 .000      
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Civic virtue 

 

Pearson 

Correlation 

.252 
**

 

.340 
**

 

.363 
**

 

.543 
**

 

.514 
**

 

.549 
**

 
1    

Sig. (2 tailed) .000 .000 .000 .000 .000 .000     

Sportsmanship 

Pearson 

Correlation 

.197 
**

 

.231 
**

 

.220 
**

 

.174 
**

 

.166 
**

 

.273 
**

 

.278 
**

 
1   

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000    

OCB 

Pearson 

Correlation 
.433** .576** .523** .845** 

.790 

** 
.834** .731** 

.476 

** 
1  

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000   

HRDC 

Pearson 

Correlation 
.793** .790** .798** .470** 

.439 

** 
.436** 

.295 

** 
.177 
** 

.486 
** 

 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Note: HRD C= Human Resource Development Climate, GC= General Climate, OCTA C= OCTAPACE Culture, HRD M= Human Resource 

Development Mechanisms, OCB= Organizational Citizenship Behavior, Consc= Conscientiousness, Court=Courtesy, Sports=Sportsmanship. 
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Regression Analysis 

In order to get a more comprehensive picture of relationship between Human 

Resource Development Climate and Organizational Citizenship Behavior, the 

present study undertook the help of Regression analysis in revealing and 

exploring the extent of relationship between the two constructs. Also, the 

present study analyzed the influence of each dimension of HRD Climate on 

each dimension of OCB with the aim to appraise which of the dimension/s of 

Human Resource Development Climate predict more of Organizational 

Citizenship Behavior among the employees of sample the organization. The 

table 5.80 summarizes the results of regression analysis of Overall HRD 

Climate and Overall OCB. The very aim of carrying out regression analysis 

was to test our preset assumption that, HRD Climate is not a good antecedent 

of OCB. The results obtained using simple regression analysis revealed, that 

overall regression model was significant with the F value = 97.35 at the 0.05 

level of significance. Further the table divulges that the coefficient of 

correlation R and coefficient of determination R
2
 to be 0.486 and 0.344 

respectively. The value of adjusted R
2
 of 0.34 indicated that about 34% of the 

variance of OCB is affected by the HRD Climate of an organization. Hence our 

hypothesis got rejected, as the present study witnessed HRD Climate as a 

significant antecedent of OCB. 

The table 5.80 also indicates the influence of three dimensions of HRD Climate 

on the OCB. As delineated in the table 5.80, among three dimensions of HRD 

Climate only OCTAPACE Culture was found to be a significant antecedent of 

Organizational Citizenship Behavior with a β value= 0.419, t= 5.165, and 

P<0.005 respectively. The general Climate and HRD Mechanisms were found 

to be insignificant antecedents of OCB. Thus, in other words, when the 

organization provides its employees with a favorable, congenial and 

developmental climate, they tend to exhibit citizenship behavior. As per the 

results it was found that, the culture of openness, collaboration, trust, 
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authenticity, pro-activity, autonomy, confrontation, and experimentation 

compels and encourages employees to engage in citizenship behavior.  

 

Table 5.80: Regression Analysis of HRD Climate and OCB 

 

Predictors R R
2 Adjusted 

R
2
 

F Sig Β t Sig 

General Climate 

0.486 0.347 0.344 97.35 0.000 

0.079 1.258 0.209 

OCTAPACE 

Culture 
0.419 5.165 0.000 

HRD 

Mechanisms 
0.130 1.574 0.117 

 

a. Dependent variable: OCB 

b. Predictors: (Constant), General Climate, HRD Mechanisms and OCTAPACE Culture 

c. Significant at 5% level 
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HRD Climate and Altruism  

In order to evaluate the extent of influence of HRD Climate and its Dimensions 

on the Altruism a regression analysis was carried out as presented below in 

table 5.81. The results so obtained revealed that HRD Climate significantly 

influences Altruism. The results signified that 30% variance in altruism is 

caused by HRD Climate (R
2
=0.300, F= 44.65, p<0.05) and HRD Climate is a 

significant antecedent of Altruism (t=89.09, p<0.05). Further, as indicated in 

the table 5.81, among all the three dimensions only OCTAPACE Culture was 

found significant predictor of Altruism with β value =4.14 at p<0.05. Thus, it 

can be said that the respondents perceived that, their employees exhibited 

altruistic behavior only when they feel openness, collaboration, trust, freedom, 

liberty in their organizational Cultural. 

 

Table 5.81: Regression Analysis of HRD Climate and Altruism 

 

Predictors R R
2 Adjusted 

R
2
 

F Sig β t Sig 

General 

Climate 

0.548 0.300 0.294 44.648 0.000 

0.108 1.66 0.980 

OCTAPACE 

Culture 
0.346 4.14 0.000 

HRD 

Mechanisms 
0.143 1.67 0.096 

 

a. Dependent variable: Altruism  

b. Predictors: (Constant), General Climate, HRD Mechanisms and OCTAPACE Culture 
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HRD Climate and Conscientiousness 

The predictive value of HRD Climate in relation to the second dimension of 

Organizational Citizenship Behavior as shown in the table5.82, revealed that, 

28.5% variation in the Conscientiousness is caused by the HRD Climate 

(R
2
=0.285, F=41.47,p<0.05) and also indicated that HRD Climate is a significant 

antecedent of Conscientiousness (t=8.65 at p<0.05). Further, as indicated in the 

table 5.82, among all the three dimensions only OCTAPACE Culture was found 

significant predictor of Conscientiousness with β value=0.333, p<0.05. 

In other words, it can be said that the branch heads signified that their sub-

ordinates do exhibit conscientiousness behavior as a result of OCTAPACE 

Culture.  

 

Table 5.82: Regression Analysis of HRD Climate and Conscientiousness 
 

 

Predictors R R
2 Adjusted 

R
2
 

F Sig β t Sig 

General 

Climate 

0.534 0.285 0.278 41.47 0.000 

0.123 1.88 0.061 

OCTAPACE 

Culture 
0.333 3.94 0.000 

HRD 

Mechanisms 
0.127 1.47 0.143 

 

a. Dependent variable: Conscientiousness 

b. Predictors: (Constant), General Climate, HRD Mechanisms and OCTAPACE Culture 
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HRD Climate and Courtesy 

The predictive value of HRD Climate in relation to the third dimension of 

Organizational Citizenship Behavior as shown in the table 5.83, reveals that, 

28.8% variation in the Courtesy is caused by the HRD Climate (R
2
=0.288, 

F=42.13,p<0.05) and also indicated that HRD Climate is a significant antecedent 

of Courtesy (t=8.58 at p<0.05). Further, as indicated in the table 5.83, among all 

the three dimensions only OCTAPACE Culture was found to be a significant 

predictor of Conscientiousness with β value=0.407, p<0.05. Again, it can be 

expressed that the employees were perceived to display courtesy mainly due to the 

presence of healthy culture.   

Table 5.83: Regression Analysis of HRD Climate and Courtesy 

Predictors 

 
R R

2 Adjusted 

R
2
 

F Sig β T Sig 

General 

Climate 

0.537 0.288 0.281 42.13 0.000 

1.09 1.67 0.960 

OCTAPACE 

Culture 
.407 4.82 0.000 

HRD 

Mechanisms 
.062 0.72 0.473 

 

a. Dependent variable: Courtesy  

b. Predictors: (Constant), General Climate, HRD Mechanisms and OCTAPACE Culture 
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HRD Climate and Civic Virtue 

In order to evaluate the extent of influence of HRD Climate and its Dimensions 

on the fourth dimension of OCB i:e Civic- virtue a regression analysis was 

carried out as presented below in table 5.84. The results so obtained revealed 

that HRD Climate significantly influences Civic-virtue. The results revealed 

that 13.8% variance in Civic-virtue is caused by HRD Climate (R
2
=0.138, 

F=16.59, p<0.05) and HRD Climate is a significant antecedent of Civic-virtue 

(t=5.479, p<0.05). Further, as indicated in the table 5.84, among all the three 

dimensions only HRD mechanisms was found significant predictor of Altruism 

with β value =0.255 at p<0.05. The respondents expressed that, it is the 

excellent mix of HRD Mechanisms that arouses the Civic-virtue behavior 

among the employees of an organization. 

 

Table 5.84: Regression Analysis of HRD Climate and civic virtue 

 

Predictors R R
2 Adjusted 

R
2
 

F Sig β t Sig 

General 

Climate 

371 .138 .129 16.59 0.000 

-.001 -0.02 0.984 

OCTAPACE 

Culture 
.134 1.44 0.152 

HRD 

Mechanisms 
.255 2.69 0.008 

 

a. Dependent variable: Civic-virtue  

b. Predictors: (Constant), General Climate, HRD Mechanisms and OCTAPACE Culture 
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HRD Climate and Sportsmanship 

The predictive value of HRD Climate in relation to the fifth dimension of 

Organizational Citizenship Behavior as shown in the table 5.85, reveals that 5.9% 

variance in the Sportsmanship is caused by the HRD Climate (R
2
=.059, F=6.502, 

p<0.05) and also indicated that HRD Climate is a weak antecedent of 

Conscientiousness (t=3.178 at p<0.05). Further, as indicated in the table 5.85, 

among all the three dimensions none was found significant predictor of 

Sportsmanship.  

 

Table 5.85: Regression Analysis of HRD Climate and Sportsmanship 

 

Predictors R R
2 Adjusted 

R
2
 

F Sig β T Sig 

General 

Climate 

.243 .059 .050 6.502 0.000 

0.067 0.89 .373 

OCTAPACE 

Culture 
0.135 1.39 .164 

HRD 

Mechanisms 
0.065 0.66 .511 

 

a. Dependent variable: Sportsmanship 

b. Predictors: (Constant), General Climate, HRD Mechanisms and OCTAPACE Culture 

 



 
Data Analysis & Result Interpretation  

Department of Business & Financial Studies               303 
 

Table 5.86: Showing Hypotheses results 

H. No. Hypotheses 

Status 

(Accepted / 

Rejected) 

H1 
HRD Climаtе dоеs nоt vаry significаntly аcrоss thе 

dеmоgrарhic vаriаblеs; 
Accepted 

H1.a 
HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf 

nаturе оf Оrgаnizаtiоn.       
Accepted 

H1.b 
HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf 

Gеndеr оf rеsроndеnts. 
Accepted 

H1.c 
HRDC vаry significаntly bеtwееn thе bаnks fаlling in 

diffеrеnt sеctоr bаnks thаn within thе sаmе sеctоr bаnks. 
Accepted 

H1.d 
HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf 

Аgе оf rеsроndеnts 
Accepted 

H1.e 
HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf 

Lеngth оf sеrvicе. 
Accepted 

H1.f 
HRD Climаtе dоеs nоt vаry significаntly оn thе bаsis оf 

tеnurе. 
Accepted 

H2 
ОCB dоеs nоt vаry significаntly аcrоss thе 

dеmоgrарhic vаriаblеs; 
Accepted 

H2.a 
OCB dоеs nоt vаry significаntly оn thе bаsis оf nаturе 

оf Оrgаnizаtiоn.       
Accepted 

H1.b 
OCB dоеs nоt vаry significаntly оn thе bаsis оf Gеndеr 

оf rеsроndеnts. 
Accepted 

H2.c 
OCB vаry significаntly bеtwееn thе bаnks fаlling in 

diffеrеnt sеctоr bаnks thаn within thе sаmе sеctоr bаnks. 
Accepted 

H2.d 
OCB dоеs nоt vаry significаntly оn thе bаsis оf Аgе оf 

rеsроndеnts 
Accepted 

H2.e 
OCB dоеs nоt vаry significаntly оn thе bаsis оf Lеngth 

оf sеrvicе. 
Accepted 
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H2.f OCB dоеs nоt vаry significаntly оn thе bаsis оf tеnurе. Accepted 

H3 
Thеrе dоеsn’t еxist аny significаnt rеlаtiоnshiр 

bеtwееn HRD Climаtе аnd ОCB. 
Rejected 

H4 HRD Climаtе is nоt а significаnt аntеcеdеnt оf ОCB Rejected 

H5 
Еlеmеnts оf HRD Climаtе dо nоt рrеdict ОCB 

significаntly. 
Rejected 

H6 
Thе dimеnsiоns оf HRD Climаtе dо nоt significаntly 

рrеdict thе dimеnsiоns оf Оrgаnizаtiоnаl Citizеnshiр 

Bеhаviоr; 

Partially 

Rejected 

H6.1 
HRD C dimеnsiоns do nоt significаntly рrеdict 

Аltruism. 
Partially 

Rejected 

H6.2 
HRD C dimеnsiоns dо nоt significаntly рrеdict 

cоnsciеntiоusnеss. 
Partially 

Rejected 

H6.3 
HRD C dimеnsiоns dо nоt significаntly рrеdict 

cоurtеsy. 
Partially 

Rejected 

H6.4 
HRD C dimеnsiоns dо nоt significаntly рrеdict Civic- 

virtuе. 
Partially 

Rejected 

H6.5 
HRD C dimеnsiоns dо nоt significаntly рrеdict 

Sроrtsmаnshiр. 
Accepted 

 

Summary 

This chapter presented the data analysis and discussions for the hypothesized 

relationship between Human Resource Development Climate and 

Organizational Citizenship Behavior. The next chapter will present an 

overview of main findings and discussions of the present study. 
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Results & Discussion  

 

The present chapter begins with a brief overview of the chapters presented in 

the study. This is followed by revisit of main objectives of the present study and 

their concerning results. The necessary implications that have arisen from the 

findings of present study for the academic researchers and for the banking 

institutions operating in the state of Jammu and Kashmir will be delineated and 

discussed.The limitations of the present study, along with the recommendations 

for the further research studies will also be taken care of. The key concern of 

this chapter is to present in an aggregate the main findings from the two 

proceeding chapters with the aim of providing a detailed comparison and 

discussion of the results. This chapter will provide a fair picture of the 

relationship between the two constructs undertaken for the present study. 

Finally, this chapter provides a closing statement of the present research.  

 

Overview of the Chapters 

To provide a specific direction to the present study a set of working hypothesis 

has been framed in light with the research objectives of this study for an 

empirical investigation. Based on the pre set research objectives, Hypotheses 

and research approach along with the methodology adopted, the entire study 

has been carried out in five broad chapters including the present chapter. 

Chapter 1: This chapter will provide а cоmрrеhеnsivе intrоductiоn tо thе 

bаckgrоund оf thе study undеrtаkеn. This раrt оf thе study аlsо highlights thе 

рrоblеm stаtеmеnt, rаtiоnаlе оf thе study, significаncе оf thе рrеsеnt study, its 

оbjеctivеs & hyроthеsеs. Thе рrеsеnt chарtеr аlsо рrоvidеs thе cоncерtuаl 

mоdеl оf thе рrеsеnt study. 

Chapter 2: Provides a review of literature concerning Human Resource 

Development Climate and Organizational Citizenship Behavior. The second 
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chapter presents a review of past studies carried out in the field of Human 

Resource Development Climate and Organizational Citizenship Behavior at 

individual levels because of the paucity of studies carried out on the concerned 

topic. However, despite of paucity, the present study has reported about few 

studies carried out on Organizational Climate and Organizational Citizenship 

Behavior along with the total of three studies found till date concerning the 

undertaken topic. 

Chapter 3: Deals with the research approach and methodology adopted for the 

present study. This chapter also offers to clarify the significance of this study, 

selection of sample procedures, process of sample selection, questionnaire 

administration and the statistical tools and techniques used for the data 

analysis. 

Chapter 4: The main focus of this chapter will be on the рrе-tеsting of the 

research instruments undertaken for the present study. This chapter will be 

looking for the measurement of psychometric properties of the survey 

instruments. The appropriateness of the data collected for the present study will 

also be ensured 

Chapter 5: This chapter deals with the Data Analysis and its Interpretations 

under the dimensions of Human Resource development Climate and 

Organizational Citizenship Behavior. Demographic variables have also been 

analyzed for its impact and interference in perceiving the Human Resource 

development Climate and exhibiting Organizational Citizenship Behavior. 

Moreover, necessary results have been displayed tabular form. 

Chapter 6: it includes the present chapter where an attempt has been made to 

replicate the major findings and conclusions of the present study. In this 

chapter various recommendations has been offered on the basis of findings of 

present study. However, major findings of the present study directs us to 

conclude that, if the organization provides its employees with a favorable work 
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climate the employees will be boosted to exhibit Organizational Citizenship 

Behavior which deemed to enhance the overall performance of an organization.  

Revisiting the Research Objectives  

Present study is an attempt to analyze the relationship between the Human 

Resource development Climate and Organizational Citizenship Behavior and 

also to evaluate the impact of former on later. Keeping in view the nature of 

study, present study was carried out to in the banking sector with the branch 

heads as a source of choice. The responses collected from 316 branch heads 

belonging to the most dominant banks prevailing in the state of Jammu and 

Kashmir were statistically operated by using various statistical tools like t-test, 

one way ANOVA, correlation and regression, with the aim of achieving 

following study objectives. 

 To, critically review the literature available on the variables undertaken 

for the present study viz. HRDC and Organizational Citizenship 

Behavior. 

  To make a comparative study of prevalence of HRDC and 

Organizational Citizenship Behavior in the sample organization. 

  To assess the extent of the relationship between HRDC & 

Organizational Citizenship Behavior. 

 To analyze the strength of HRDC along with its dimensions in 

predicting Organizational Citizenship Behavior. 

 To provide suggestions and recommendations to the sample study 

organisations in the light of the findings of the present and earlier 

studies conducted on the concerned subject.  
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Summary  

The present study was an attempt to examine the relationship between 

Organizational Citizenship Behavior and Human Resource development 

Climate among the employees of four banks prevailing dominantly in the state 

of Jammu and Kashmir namely, Jammu and Kashmir Bank, State Bank of 

India, and Punjab National Bank and Housing Development & Financial 

Corporation. The present study identified various research aims in light of the 

paucity of literature and examined them through this study endeavor. The core 

aim of the present study was to empirically examine the relationship between 

Human Resource Development Climate and Organizational Citizenship 

Behavior and also to evaluate the extent to which Human Resource 

Development Climate augment Climate augments Organizational Citizenship 

Behavior among the employees of sample organization. The present study also 

undertook demographic variables besides Human Resource Development 

Climate and Organizational Citizenship Behavior dimensions. The researcher 

succeed in getting only three research articles on the topic concerned, 

Benjamin(2012), Ahmed et.al. (2012), and Sabri (2014). This study is thus 

deemed to be of a great value in the concerned field of knowledge. The present 

study also attempted to investigate the role of demographic variables with 

regard to the concerned variables, as most of the earlier studies carried out in 

the concerning field lacked literature considerably pertaining to the 

demographic variables. The self chosen demographic variables have been 

analyzed in the present study with an aim to explore their relationship with the 

dimensions of Human Resource Development Climate and Organizational 

Citizenship Behavior. 

While administering questionnaires to the Branch Heads, who have been 

chosen as a key source, rated their perception regarding the prevalence of 

Human Resource Development Climate in their respective organizations and 

they were also asked to rate their sub-ordinates about the exhibition of 

Organizational Citizenship Behavior. A series of statistical tools has been 



 
Results & Discussion  

Department of Business & Financial Studies               309 
 

employed to achieve the objectives of the present study. The Organizational 

Citizenship Behavior (OCB) has been identified as a criterion variable and 

Human Resource Development Climate (HRD Climate) as the predictor 

variable. The results so obtained from the statistical analysis delineated that 

there exists a positive and significant relationship between Human Resource 

Development Climate and Organizational Citizenship Behavior (R= 0.486, 

p<0.05). And Human Resource Development Climate significantly predicted 

Organizational Citizenship Behavior with the coefficient of correlation R and 

coefficient of determination R
2
 to be 0.486 and 0.347 respectively. The value of 

adjusted R
2
 of 0.344 indicated that 34.4% of the variance of Organizational 

Citizenship Behavior is affected by the Human Resource Development 

Climate. Further, the regression analysis divulged that, OCTAPACE Culture is 

a key element in fostering Organizational Citizenship Behavior among 

employees of sample organization. And OCTAPACE Culture contributed 

significantly in predicting Altruism, Conscientiousness and courtesy. While as, 

HRD Mechanisms were found to predict civic-virtue. Whereas, three 

dimensions of Human resource development Climate were found having no 

contribution in the prediction of Sportsmanship. The present study also found 

that, only civic-virtue was found having a significant difference in the means 

on the basis of organizations and Courtesy was found having significant 

differences in the means on the basis of Nature of organization. While, other 

remaining demographic variables were found to have an insignificant impact in 

the variance with regard to all the five and three dimensions of Organizational 

Citizenship Behavior and Human resource development Climate respectively.    

Among the dimensions of Human resource development Climate, OCTAPACE 

Culture and HRD Mechanisms emerged to be statistically significant predictors 

of Organizational Citizenship Behavior. Thus, more the openness, trust, 

cooperation, transparency, and freedom are felt by an employee more they 

engage themselves in Organizational Citizenship Behaviors. Thus in other 

words, more the congenial culture is presumed by the employees more they 



 
Results & Discussion  

Department of Business & Financial Studies               310 
 

display conscientiousness, altruism, and courtesy. And the good blend of HRD 

Mechanisms was also found responsible for booting civic-virtue among the 

employees. Therefore, it can be said that, when the employees feel cared by 

their respective organizations with an appealing HRD Mechanisms, they tend 

to show their concern by participating actively in the organizational political 

affairs.  

Results of Descriptive Statistics  

Results of Descriptive Statistics for HRD Climate 

General Climate 

An overall descriptive statistics for General Climate (see table 5.6) revealed 

that, 68 percent of existence of General Climate in the sample organizations. 

The results of descriptive statistics also delineated that, General Climate was 

perceived highly existing in HDFC Bank followed by JK B, SBI, and PNB 

respectively. The General Climate was found existing more in Private sector 

banks as compared to the Public sector banks. The General Climate was felt 

highly prevalent at the workplace by the respondents belonging to the age 

group of 30-35. However, no differentiation was reported on the basis of 

gender for General Climate. The employees who had been with their respective 

organizations for more than 20-30 years experienced high presence of General 

Climate as compared to the other service groups. The descriptive statistics also 

indicated that, those respondents who had been Branch Heads for >3-6 years 

rated high presence of General Climate, (consult tables from 5.7-5.12).  

OCTAPACE Culture 

An overall descriptive statistics (see table 5.6) divulged 67 percent existence of 

OCTAPACE Culture in the sample organizations. The descriptive statistics 

also indicated that, OCTAPACE Culture is present more in HDFC bank 

followed SBI, JKB, and PNB respectively. OCTAPACE Culture was also 

found prevalent more in Private sector banks as compared to Public sector 

banks. The employees falling in the age group of 41-46 felt more of 
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OCTAPACE Culture at the workplace as compared to other age groups. It was 

also found that the respondents who had given their >10-20 years of service to 

their organization felt satisfied of OCTAPACE Culture of their organization. 

Similarly, employees who have been Branch Head for more than >3-6 years in 

an organization rated high satisfaction for OCTAPACE Culture of their 

organization, (consult tables from 5.7-5.12).  

HRD-Mechanisms  

The overall descriptive statistics for HRD Mechanisms (see table 5.6)  revealed 

66 percent of its existence in the sample organization. The descriptive statistics 

signified that, the employees from HDFC bank were found to be highly 

satisfied with the HRD Mechanisms framed by their organization for them as 

compared to the employees belonging to other banks. However, the employees 

from Public sector banks were found to be satisfied of their organizational 

HRD Mechanisms than the employees from Private sector banks. The results of 

statistics further indicated that the employees from age group of 41-46 were 

found to be highly satisfied of HRD Mechanisms. Nevertheless, no 

differentiation was found in the perception of HRD Mechanisms on the basis of 

gender. Also, it was found that, the employees who had been with the 

organization for more than 10-20 and who had been Branch Head for >1-3 

years were highly satisfied as compared to their counterparts, (consult tables 

from 5.7-5.12).  

Results of Descriptive Statistics for OCB 

Altruism 

The overall descriptive statistics for Organizational Citizenship Behavior (see 

table 5.6)  revealed 68 percent of existence of Altruistic behavior among the 

employees of sample organization. The results of descriptive statistics also 

found altruism more among the employees of Punjab National bank. Altruism 

was also found to be more exhibited by the employees in public sector banks as 

compared to the employees of Private sector banks. It was also found that 
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males exhibited more of Altruism than their counterparts. Altruism was 

reported existing more among the sub-ordinates by the respondents belonging 

to the age group of 36-40. The descriptive statistics also delineated that the 

employees who have been with the organization for >30 years and have been 

branch head for >3-6 years perceived altruism more among their sub-ordinates, 

(consult tables from 5.13-5.18).  

Conscientiousness 

About 69 percent of conscientiousness behavior (see table 5.6)  was reported 

by the respondents, existing among the employees of sample organization. It 

was also reported that conscientiousness behavior was found more among the 

employees of Punjab National Bank and among the employees falling in the 

public sector banks as compared to the employees working in private sector 

banks. Respondents felt that, female employees exhibited conscientiousness 

behavior more as compared to their counterparts. The respondents falling in the 

age group of 36-40 perceived more of conscientiousness behavior among their 

sub-ordinates. The descriptive statistics also indicated that the respondents who 

were known to their organization for >1-10 years and have an experience of 

being branch head for >1-3 years perceived conscientiousness behavior among 

their sub-ordinates more than by the other groups, (consult tables from 5.13-

5.18). 

Courtesy 

67 percent of courtesy was found among the employees of sample organization 

(see table 5.6). Courtesy was also reported to be exhibited by the employees of 

Punjab National bank and was also found to be exhibited by the employees of 

public sector banks significantly more as compared to the private sector bank 

employees. Male respondents perceived courtesy behavior more than their 

counterparts. The respondents falling in the age group of 36-40 perceived more 

of courtesy behavior among their sub-ordinates. The descriptive statistics also 

indicated that the respondents who were known to their organization for >1-10 
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years and have an experience of being branch head for >3-6 years perceived 

courtesy behavior among their sub-ordinates more than by the other groups, 

(consult tables from 5.13-5.18). 

Civic-virtue 

Only 66 percent of civic-virtue was reported by the respondents among the 

sample organization (see table 5.6). Civic-virtue was also to be exhibited more 

by the employees of HDFC bank and no differentiation on the basis sector of 

organization was found in case of civic-virtue as a slight variation was found 

between the mean scores. It was reported that male respondents perceived more 

civic-virtue among their sub-ordinates than their counterparts. The respondents 

falling in the age group of 36-40 perceived more of civic-virtue behavior 

among their sub-ordinates. The descriptive statistics also indicated that the 

respondents who have been with their organization for more >10-20 years and 

have an experience of being branch head for >1-3 years perceived civic-virtue 

behavior among their sub-ordinates more than by the other groups, (consult 

tables from 5.13-5.18).  

Sportsmanship 

The overall descriptive statistics for Organizational Citizenship Behavior (see 

table 5.6) revealed only 57 percent of existence of sportsmanship behavior 

among the employees of sample organization. The results of descriptive 

statistics also found sportsmanship more among the employees of HDFC Bank. 

Sportsmanship was also found to be more exhibited by the employees in 

private sector banks as compared to the employees of Public sector banks. It 

was also found that males exhibited more of sportsmanship than their 

counterparts. Sportsmanship was reported existing more among the sub-

ordinates by the respondents belonging to the age group of 36-40. The 

descriptive statistics also delineated that the employees who have been with the 

organization for >20-30 years and have been branch head for >6-9 years 
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perceived sportsmanship more among their sub-ordinates, (consult tables from 

5.13-5.18). 

Demographic variables were also analyzed with an aim to evaluate its impact 

and interference in the prediction of Human resource development Climate and 

Organizational Citizenship Behavior. The results of which are discussed below: 

Demographic Variables and Human Resource Development Climate 

Human Resource Development Climate and Nature of Organization 

All the three dimensions of Human resource development Climate were 

statistically tested to check the significance of differences in the means of 

General Climate, OCTAPACE Culture and HRD Mechanisms on the basis of 

nature of organization. The results of t-test revealed that there does not exist 

any significant difference between the dimensions of Human resource 

development Climate on the basis of nature of organization, (consult table, 

5.19, 5.25, 5.31 and 5.75). 

Human Resource Development Climate and Gender 

An independent t-test was conducted with the aim of checking variances in the 

mean scores of General Climate, OCTAPACE Culture and HRD Mechanisms 

on the basis of gender of the respondents. The result obtained revealed that, 

there does not exist any significant difference between the dimensions of 

Human resource development Climate on the basis of gender of respondents, 

(Consult table; 5.20, 5.26, 5.32 and 5.76). 

Human Resource Development Climate and Organizations 

One way ANOVA was conducted with the aim of checking variances in the 

mean scores of General Climate, OCTAPACE Culture and HRD Mechanisms 

on the basis of organization of the respondents. The result obtained revealed 

that there does not exist any significant difference between the dimensions of 

Human resource development Climate on the basis of organization of 

respondents, (Consult table; 5.21, 5.27, 5.33 and 5.67). 
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Human Resource Development Climate and Age 

To test the variances in the mean scores of General Climate, OCTAPACE 

Culture and HRD Mechanisms on the basis of age of respondents, one way 

ANOVA was conducted. The result obtained delineated that there does not 

exist any significant difference between the dimensions of Human resource 

development Climate on the basis of age of respondents, (consult table; 5.22, 

5.28, 5.34 and 5.68).  

Human Resource Development Climate and Length of Service 

One way ANOVA was also conducted for checking the variances in the mean 

scores of General Climate, OCTAPACE Culture and HRD Mechanisms on the 

basis of Length of service of the respondents. The result obtained augured that, 

there does not exist any significant difference between the dimensions of 

Human resource development Climate on the basis of Length of service of 

respondents, (Consult table-5.23, 5.29, 5.35 and 5.69). 

Human Resource Development Climate and Tenure as Branch Head 

To test the variances in the mean scores of General Climate, OCTAPACE 

Culture and HRD Mechanisms on the basis of tenure as branch head, one way 

ANOVA was conducted. The result obtained indicated that, there does not exist 

any significant difference between the dimensions of Human resource 

development Climate on the basis of tenure as branch head, (consult table- 

5.24, 5.30, 5.36 and 5.70). 

The most expected reason for such results can be attributed to the curse of 

unemployment in the state of J&K in particular and in India in general. People 

working in this state have no other choices to switch, hence, they are forced by 

their personal obligations to stick to their organization despite of what sort of 

work climate they offer to them.    
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Results for Demographic variables and Organizational Citizenship 

Behavior 

Organizational Citizenship Behavior and Nature of Organization 

Results of independent t-test signified that, there does not exist any significant 

difference between altruism, conscientiousness, sportsmanship and civic-virtue 

on the basis of nature of organization. However, the results of t-test revealed in 

a significant difference in the means of Courtesy with t value (=2.853, p<0.05), 

on the basis of nature of organization, (see table; 5.37, 5.43, 5.49, 5.55, 5.61and 

5.77). For employees it is compulsory to seek intervenes of superiors before 

taking any decision failing in doing so, employees will be held accountable and 

responsible for any odd actions in the organization.    

Organizational Citizenship Behavior and Gender 

All the dimensions of Organizational Citizenship Behavior were analyzed to 

check the significant difference in the means of these dimensions on the basis 

of Gender of respondents. The t-test results revealed that, there exists an 

insignificant difference between all the dimensions of Organizational 

Citizenship Behavior and the gender of respondents, (see table; 5.38, 5.44, 

5.50, 5.56, 5.62 and 5.78). Organizational Citizenship Behavior is all about a 

good behavior and such behavior is expected from both genders.   

Organizational Citizenship Behavior and Organization 

Results of One way ANOVA, for all the dimensions of Organizational 

Citizenship Behavior except civic-virtue (F=3.808, p<0.05), revealed an 

insignificant difference on the basis of organization,(see table-.39, 5.45, 5.51, 

5.575.63 and 5.71).HDFC bank is new entry in the banking world as compared 

to the other bank organizations taken under present study. As banking 

organizations are facing a fierce competition, HDFC is also trying to with stand 

to such competitions. And, while trying in achieving so, they seek each 

employees participation in the political events, meeting and discussions, so 

that, employees exhibit Organizational Citizenship Behavior as a secret tool of 
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positive word of mouth, to make its customers feel delighted at such behaviors 

with the aim of attracting and making heavy customer base.  

Organizational Citizenship Behavior and Age 

Age was also analyzed using one way ANOVA to check for significant 

differences among all the dimensions of Organizational Citizenship Behavior. 

The result revealed in an insignificant difference,(See table-5.40, 5.46, 5.52, 

5.58, 5.64, and 5.72). The most probable reason for this output is expected to 

be that, despite belonging to any age group, people at workplaces like service 

oriented organizations are required to exhibit Organizational Citizenship 

Behavior, as they are being evaluated mere on the ability of service delivery.   

Organizational Citizenship Behavior and length of service and tenure as 

branch head 

All the dimensions of Organizational Citizenship Behavior were analyzed to 

check the significant difference in the means of these dimensions on the basis 

of length of service of respondents and tenure as branch head. The results of 

one way ANOVA revealed that, there exists an insignificant difference for all 

the dimensions of Organizational Citizenship Behavior on the basis of length of 

service of the respondents and tenure as branch head, (See table- 5.42,5.48, 

5.54, 5.60, 5.66 and 5.74). The core reason for this output can be that, the 

concept of OCB is not yet being valued in the organizations of J&K state, as a 

result of ignorance about its importance. The employees in an organization take 

such behaviors for granted thinking of these as innate qualities and traits of an 

individual thus, avoiding evaluation of OCB for appraisement. 

Conclusions for the Private and Public Sector Banks 

Conclusions for the Public Sector Banks 

The present study found, the moderate level of Human Resource Development 

Climate in the sample study organization. However, the present study also 

reported that Human Resource Development Climate is more prevalent in the 
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Public sector banks as compared to the private sector banks.  From the data 

analysis, it was found that the public sector banks pay a considerable amount of 

attention in identifying and utilizing the potential of their employees. The 

public sector banks were also found keen in disseminating the future plans well 

in advance to their employees with an aim of alerting them to get prepared for 

future tasks. The public sector banks were found giving importance to their 

employees and treated them caringly. 

 The present study also delineated the high existence of OCTAPACE 

Culture in the public sector banks. The data analysis also revealed that, 

the strengths and weaknesses of the employees are discussed and 

analyzed in the public sector banks for the development of its members. 

Also, a high sense of cooperation was found in public sector banks 

where, employees freely interact with their supervisors and co-workers. 

The results of descriptive analysis also divulged the dominance of 

authenticity and autonomy in the public sector banks. 

 The HRD Mechanisms are considered as important factors in 

encouraging and strengthening employee‘s capabilities. The present 

study reported good prevalence of HRD Mechanisms in public sector 

banks as compared to the private sector banks. The public sector banks 

were found encouraging active participation of their employees. It was 

also found in the present study that, public sector banks provide training 

based on the valid needs and promote employees on the basis of their 

ability rather than any prejudices.  The employees of public sector banks 

were found satisfied of their organizational reward system. 

 The present study also found, the employees of the sample study 

organizations exhibit a moderate level of citizenship behavior. Besides 

it, the present study resulted in the high exhibition of Organizational 

Citizenship Behavior in the public sector banks.  Also, Altruism was 

reported more among the employees of public sector banks. The 
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descriptive statistics revealed that the employees in public sector banks 

highly help their co-workers with regard to the work related troubles.  

 The present study divulged that, conscientiousness behavior is also 

found more among the employees of public sector banks as compared to 

the private sector banks. Furthermore, it was found that, employees as 

conscious enough in helping their organizations grow. It was also 

revealed that, the employees in the public sector banks strongly engage 

themselves in preventing problems with their co-workers. 

 Though, the civic-virtue was found almost same for both the sectors. 

But, apart from it, it was found in the present study that, employees of 

the public sector banks keep themselves updated with all kinds of 

necessary information‘s regarding their organization.  

 Finally, it was found in the present study that, the employees in the 

public sector banks don‘t over-react over the trivial matters.  

Conclusions for the Private Sector Banks 

This study also attempted to present the main findings with regard to the 

private sector banks. Following conclusions were drawn from the findings of 

the present study; 

The General Climate was found more prevalent in private sector banks than the 

public sector banks. It is concluded that, the top management of private sector 

banks was found having high belief in the development of their employees. The 

concerned supervisors were found investing their time and efforts in the 

development of their sub-ordinates.  

 In the present study endeavor, the dominance of openness, and pro-

activity was also found in the private sector banks. 

 It is evident from the survey results, that the private sector bank 

employees are appreciated for good performances. The private sector 

banks also, do undertake the training need of their employees. The 
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descriptive analysis delineated that, the team spirit in private sector 

banks is of high order. It is evident from the descriptive statistics that, 

the private sector banks provide their employees with career planning 

options. 

 The results of the present study also indicated that, the employees of the 

private sector banks don‘t demonstrate altruistic behaviors as the 

employees of public sector banks do.  

 The respondents reported that, the employees in the private sector banks 

believe in giving an honest day‘s work for an honest day‘s pay. 

 The present study also noticed that, the employees in the private sector 

banks don‘t mind the impact of their behaviors on other co-employees.  

 Civic-virtue was reported same in the present study for both the sectors. 

Furthermore, it was found that, the employees of the private sector 

banks are encouraged to actively participate in the non-compulsory 

meetings of the organizations. 

 Sportsmanship was reported more in the private sector banks than 

compared with the public sector banks. It was found that the employees 

in the private sector banks are ready and willing to tolerate annoyances 

without complaining. 

General Recommendations and Implications of the Present Study 

There is convincing evidence available which suggest that OCB has an 

important impact on organizational effectiveness by adding the social 

framework of the work environment (Todd, 2003). Organizational Citizenship 

behaviors contribute significantly higher outcomes for the organizations in the 

long term, (Daniels et al., 2006). OCB has been described by Turnispeed and 

Rassuli in year 2005, as an extra role behavior such as teamwork with 

employees, approaching to workplace earlier and leaving late, helping other 

employees, using organizational possessions with care, punctuality. The service 
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oriented industries, Such as banks are in dire need of these behaviors as they 

are facing fierce competition as a result of deregulation, product innovation, 

globalization, privatization and technological expansions. Complimentary to 

this, Nemeth and Staw (1989) stated, organizational citizenship behavior can 

play an important role in assisting organizations to develop performance and 

increase competitive periphery as it motivates employees to perform ahead of 

their formal job description. Simultaneously, Organizational citizenship 

behavior helps the organizations to be successful in current environment and 

accelerate novelty and creative approaches for organizations. Thus, 

organizations undertaken for the present study are recommended to encourage 

their employees for exhibiting OCB by maintaining a favorable work climate at 

the workplace. The results of present study depicted a positive and significant 

relationship between Organizational Citizenship Behavior and Human 

Resource Development Climate. Based on this outcome, organizations should 

make every effort in developing a work climate that fosters citizenship 

behavior among the employees. Moreover, it can be used as a very important 

tool in the success of any organization in view of the fact that, directly or 

indirectly it affects the performance of the employees. There is also a 

substantial scope for the improvement of Human Resource Development 

Climate in the sample organization. The results of the present study reveal that 

all banks under reference are having a moderate HRD Climate along with its 

respective dimensions. Therefore, it is recommended to the sample 

organizations that supervisors should make efforts in enhancing the work 

climate and should regularly check their work Climate for effective results. 

This would provide them with useful insights as to when and how they could 

use to initiate series of action to mitigate any problem responsible for negative 

workplace climate. The present study stresses upon the attention required for 

the improvement of General Climate and HRD Mechanisms. Furthermore, the 

present study also calls for top management‘s commitment in the ensuring 

learning and development of its workforce. Further, present study also calls for 
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top management‘s commitment in ensuring learning and development of its 

workforce. The top management is recommended to make efforts in providing 

useful training programs for the development of its employees and to insist 

employees to apply learned things. The training programs must be planned on 

realistic grounds and should be executed properly so as to make an effective 

use of efforts, money and time spent on such programs. A proper HRD 

Mechanisms should be designed Vis-a-vis its implementation besides making 

audit of the improvements. And they should sort reasons for failure in 

achieving the targets of HRD Mechanisms designed for the development of 

individuals. 

 The service providers like banking industry needs to have its workforce 

motivated and committed. Thus, to achieve this, the undertaken organizations 

should implement HRD system in such a manner that fosters commitment, 

sense of belonging and motivation among the employees, so that multiplication 

of employee‘s capabilities takes place which will pave way to the increased 

career choices for them. Such committed and motivated employees also exert 

themselves in making customers cheerful and delighted, thereby contributing to 

the overall growth of an organization.  

The banking industry follows clear cut strategies, principles and guidelines so, 

in order to create an effective and efficient organizational climate, continuous 

support, trust and collaboration among employees must be inculcated and 

developed continuously. The top management should pay a substantial care in 

developing helping attitude towards employees and should also try to address 

at their grievances with a satisfactory solutions. They should also hold formal 

as well as informal interactive meeting with the employees of sample 

organizations and should encourage them to put forth the issues related to their 

organization. The top management should allow employees to enjoy freedom 

to work independently under framed organizational policies.  

Moreover, the present study also found the scope for the encouragement and 

improvement of Organizational Citizenship Behavior in the sample 
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organizations. Thereby, recommends sample study organizations to pay a 

considerable amount of attention for the encouragement of altruism, courtesy, 

civic-virtue and sportsmanship among their employees. The present study 

found that, the target respondents felt that their sub-ordinates are very good at 

conscientiousness, altruism, courtesy and civic-virtue. The people of J&K state 

are very rich in these behaviors and that is the reason as to why Organizational 

Citizenship behavior is not considered by top management in the evaluation of 

their sub-ordinates. It was also found that the concept of Organizational 

Citizenship behavior was new to the respondents, as while collecting data the 

respondents inquired a lot about the concept despite of the fact a brief 

introduction about Organizational Citizenship behavior was given at the start of 

the questionnaire.  

The responses collected from the respondents and results obtained regarding 

Organizational Citizenship behavior also supported that the concept of 

Organizational Citizenship behavior was new to the employees of sample 

organization. Thus, researcher insists the need to introduce the concept of 

Organizational Citizenship behavior and its role in enhancing organizational 

performance among the concerned members. The present study also reported a 

significant difference between the means of courtesy on the basis of nature of 

organization and Civic-virtue on the basis of organization.  

The present study also found OCTAPACE culture heavily contributing in the 

prediction of Organizational Citizenship behavior among the sample 

organizations. Thus, organizations should put their efforts in nurturing their 

OCTAPACE Culture for fostering Organizational Citizenship behavior among 

their employees. According to Payne and Pugh (1976) an individual needs, 

satisfaction and goals effects on the perception of climate, whereas climate in 

turn affects the same satisfaction, goals and behaviors.  

Researchers also establish that organizational climate forecast positive work 

attitudes and behaviors. Therefore, employees are more satisfied while working 
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in an optimistic work environment and consequently less likely to leave their 

organizations (Pace, 2002; Aarons and Sawitzky, 2006).  

To boost among employees citizenship behavior a congenial developmental 

climate is a must. The present study in the light of its findings, recommends 

serious implications for practicing managers since they are involved in 

managing human resources within their organizations. Therefore, they should 

take pains in providing a favorable working environment where employees feel 

comfortable in developing and utilizing their potential without any form of 

hesitation. They should also regularly check the prevailing climate within their 

organizations to understand the current nature of Human Resource 

developmental climate. This would provide them with useful insights as to 

when and how they could use or initiate a series of action to mitigate any 

problem responsible for negative workplace climate. 

It is in view of this reality that the present study aims to contribute to the 

growing literature constituting number of international and context specified 

studies on OCB by investigating the dimensionality of a specific OCB measure 

as an outcome of one of the major antecedent- HRD climate which constitutes 

three sub-variables namely, General Climate, OCTAPACE Culture and HRD 

Mechanisms. In addition, this study examines the relationship between the 

different dimensions of the two variables. The author of the present study 

suggests that, it must be the core responsibility on the part of the organizations 

to maintain the harmony, peace and justice at workplace so that, the employees 

not only perform their main roles, but also extend a helping hand to the 

organization in the form of OCB, which is likely to contribute to its success in 

a long run. 

Recommendations for Public Sector Banks 

1. Although, public sector banks ranked higher in almost all the cases of 

Human Resource Development Climate and Organizational Citizenship 
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Behavior, but still, it is suggested to the public sector banks to 

effectively improve the level of both constructs.  

2. The present study revealed that the employees of public sector banks 

don‘t tolerate annoyances at the workplace as the employees of the 

private sector do. Thus, in light of this finding, it is suggested to the 

public sector banks to provide a healthy work climate to its employees 

so that, they become ready to tolerate annoyances at the workplace. 

3. It is also suggested to the public sector banks, to effectively invest in the 

developmental programs that sow a seed of belongingness among them, 

and in turn, they tend to demonstrate high citizenship behavior. 

4. The public sector banks should also device an attractive career planning 

choices for its members, so that, they don‘t think of leaving an 

organization. 

5. The public sector banks should follow a quick re-addressable grievance 

system with satisfactory solutions for its employees so that, the 

employees feel motivated in contributing to the overall success of an 

organization beyond the call of duty. 

6. The top-management of the public sector banks are suggested to play an 

effective role in investing their valuable time and efforts in developing 

their employees. 

7. The public sector banks should allow openness and team spirits among 

their employees under the framed organizational policies.  

8. The encouragement of the employee participation must be well taken 

care of in the public sector banks.  

Recommendations for Private Sector Banks 

1. It is evident from the results of the present study that, there is a 

substantial scope for the improvement of Human Resource Development 

Climate and Organizational Citizenship Behavior in the sample study 
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organizations. However, was found that the private sector banks need an 

utmost attention for the improvement of Human Resource Development 

Climate and Organizational Citizenship Behavior.  

2. Although, General climate was found more prevalent in private sector 

banks but still they need to take pains in identifying, developing and 

utilizing the very potential of their employees effectively.  

3.  The private sector banks are suggested to create a healthy 

communication system, so that, they can prepare their employees well in 

advance for the future job roles. 

4. The employees of private sector banks were found demonstrating low 

citizenship behaviors. Thus, it is suggested to the private sector banks to 

uncover the reasons behind such findings.  

5. It is also suggested to the private sector banks promote experimentation, 

trust, openness and autonomy at the workplaces.   

6. In light of the findings, it is suggested to the private sector banks to 

design the HRD mechanisms that prompt their employees to 

demonstrate OCB. 

7. The private sector bank employees were found weak in areas of 

Citizenship Behaviors and Human Resource Development Climate.  

Thus, it is recommended to the private sector banks to put best efforts in 

creating a developmental workplace that compels its employees to 

exhibit OCB. 

In a nutshell, the present study concludes that for boosting Organizational 

Citizenship Behavior among the employees, the organization must make every 

possible effort in creating and developing a work climate that encourages trust, 

collaboration, freedom of speech, fast grievance re-addressable system, justice, 

and sense of belonging among their employees so that, they wholeheartedly 
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manifest Organizational Citizenship Behavior and contribute effectively to the 

prosperity of an organization.  

Limitations of the Present Study and Future Directions 

This research study also has number of limitations despite following 

meticulous research method and strict analysis pattern. The findings obtained 

in the present study should be interpreted in light of the limitations diagnosed 

during its course. These limitations are discussed below along with the 

recommendations.   

1. The paucity of literature available on the topic undertaken was of a 

biggest concern to the present study. 

2. While collecting data, it was found that the respondents were not having 

clear understanding about the concept of Organizational Citizenship 

Behavior and its dimensions. The researcher tried to put hard efforts to 

make all the respondents understand about the sensitivities of the 

questionnaire.  

3. Present study focused only on one antecedent; therefore, future studies 

should be extended by adding more antecedents like, organizational 

culture, commitment, job satisfaction, job involvement, task 

performance, and other relevant variables to improve the model validity 

and to increase its ability to explain the variances in both OCB in regard 

with HRD Climate. 

4. The present study only analyzed direct relationship between Human 

Resource Development Climate and Organizational Citizenship 

Behavior; however, researcher recommends moderating and mediating 

impact of other variables to be taken care of in future studies in the 

concerned field.  

5. The data for present study was collected from four banks only, two of 

which belongs to Private sector banks and other two of which belongs to 
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Public sector banks, the researcher recommends taking of more banking 

organizations to further investigate the relationship between the study 

variables and make it a holistic study as well.  

6. It is being suggested that other variables need to be included in the 

model such as job commitment, job involvement, task performance, 

culture and other relevant variables to improve the model validity and to 

increase its ability to explain the variances in both OCB in regard with 

HRD Climate. 

7.  The present study was carried out at state level considering the native 

state (J&K) only. The future scholars/ researchers should carry out this 

sort of study at national level so that the vast insights are captured about 

the concerning topic.  
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Conclusion 

The present study may be quite useful for the future research endeavors in the 

area of HRD Climate and OCB in general and the sample study organizations 

in particular. In the present study it was found that, HRD Climate is positively 

and significantly correlated to OCB. Also it was found that the dimensions of 

HRDC were having high correlation with the dimensions of OCB the 

regression analysis revealed that HRD Climate is an effective antecedent of 

OCB. The dimensional analysis also revealed that the OCTAPACE Culture 

plays a key role in predicting OCB followed by HRD Mechanisms. However, 

demographic variables were found to have insignificant differences in the 

means of HRD Climate and OCB except Courtesy and Civic-virtue were found 

having significant differences with nature of organization and organization 

respectively. As these results lacked support because of scantiness of studies 

concerning demographic variables, those undertaken for the present study with 

the study variables. The present study calls upon need for exploration of the 

topic concerned in light of the findings and limitations heighted in the present 

study. 

 

Summary 

In this chapter researcher tried to integrate the main findings from the 

preceding chapters and also intended to present a clear depiction of 

relationship between Human Resource Development Climate and 

Organizational Citizenship Behavior, taking into consideration the differences 

in the nature banking organizations. In light of the findings of the present study 

researcher, provided the recommendations, limitations and the future scope of 

the research study in the concerned area. 
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Concluding Remarks 
 

The present study verified the applicability and viability of the research 

instruments through reliability and validity tests. It was found that the research 

instruments enjoy good psychometric properties in Indian context in general 

and in J&K state in particular, at par with those reported in other prior studies 

in different cultural settings. The statistical tests divulged that these instruments 

have sound psychometric properties and are multicultural measures that can be 

used across the boundary limits. The present study also reported in a positive 

relationship between Human Resource Development Climate and 

Organizational Citizenship Behavior in J&K context, (see table5.79) consistent 

with what has been found by other studies in different cultural settings. 

However, cultural variation may have affected in some contradictory results in 

terms of the influence of type of Human Resource Development Climate on the 

behaviors of employees within an organization.  

In conclusion, this study closes with the suggestions for future research 

directions which are expected to pave a way for the future researchers willing 

to enhance and extend the findings of the present study.  
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Annexure-I 

Questionnnaire  

 

BUSINESS AND FINANCIAL STUDIES 

UNIVERSITY OF KASHMIR, 

Hazratbal, Srinagar,190006 
Tel- 0194-2427507 

 
Respected Respondent,  

 

This is request in earnest from the scholar of Department of Business and financial 

studies, University of Kashmir, to assist for study on, ―Human Resource 

Development Climate and Organizational Citizenship Behavior: A Comparative 

Study of Banking Industry”, under the worthy guidance of Dr. Parvez Ahmad Shah, 

faculty University of Kashmir. 

 I trust you can spare a few minutes of your valuable time to discuss and complete this 

questionnaire. Your valuable inputs will help me to get insights and will provide 

valuable suggestions. This questionnaire has three parts. Part I deals with your 

demographic information, and Part II is intended to evaluate your perception 

regarding Human Resource Development Climate and part III is intended to analyze 

your perception regarding organizational citizenship behavior. Furthermore, I would 

like to assure you that the purpose of gathering this information is purely academic in 

nature and will remain confidential.  

Kindly fill the questionnaire and return the same at the earliest. Your cooperation and 

support will be really instrumental in completing my research work on time.  

 

Thank you very much for agreeing to participate in my study.  

 

With warm regards, 

 

Saima Manzoor  

Saimamanzoor24@gmail.com.  

 

Department of business and financial studies, university of Kashmir, Hazratbal Srinagar, J&K, 

India, 190006. http://kashmiruniversity.net  and http://financialstudies.uok.edu.in/ 

mailto:Saimamanzoor24@gmail.com
http://kashmiruniversity.net/
http://financialstudies.uok.edu.in/
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Part I – BIO- DATA 

 

Name of the Bank: 

 

J&K PNB 

HDFC SBI 

 

 

Gender: 

 

Male  

Female  

 

 

Age 

<30-35 years  

36-40 years   

41-46 years   

47-50 years   

Above 50 years   

 

Length of your 

service: 

<1-10  years   

10-20 years   

20- 30years   

>30 years  

 

Tenure as branch 

head: 

1-3 years   

>3-6 years   

>6-9 years   

>9-12 years   

>12 years  
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Part II- Human Resource Development Climate(HRDC) 

Kindly record your response on 5’ point likert scale ranging from “1-5” i.e strongly 

disagree to strongly agree, where each number signifies as follows: 

1 2 3 4 5 

Strongly 

disagree 
Disagree 

Neither agree nor 

disagree 
Agree Strongly agree 

 

Please tick ( ) the relevant box against each appropriate statements given below.  

Sno. Statements 5 4 3 2 1 

1 
The top management of this bank goes out of the way to make sure that the employees enjoy 

their work. 
5 4 3 2 1 

2 
Top management of this bank believes that human resources are extremely important 

resource who should be treated more humanely. 
5 4 3 2 1 

3 Development of employees is seen as an important responsibility by the senior’s at this bank. 5 4 3 2 1 

4 The personnel policies in this bank facilitate employee’s development. 5 4 3 2 1 

5 
The top management is willing to invest a considerable part of their time and other resources 

to ensure the development of their employees. 
5 4 3 2 1 

6 Senior officials in this bank take active interest in their juniors and help them learn their job. 5 4 3 2 1 

7 
Employees lacking confidence in doing their job are helped to acquire competence rather 

than being left unattended. 
5 4 3 2 1 

8 
Officials in this bank believe that employee behaviour can be changed and the people can be 

developed at any stage of their life. 
5 4 3 2 1 

9 Employees in this bank are helpful to each other. 5 4 3 2 1 

10 
Employees in this bank are very informal and do not hesitate to discuss personal problems 

with their supervisors. 
5 4 3 2 1 

11 

 

Psychological climate in this bank is very conductive to any employee interested in developing 

himself by acquiring new knowledge and skills. 
5 4 3 2 1 

12 
In this bank seniors guide their juniors and prepare them for future responsibilities and roles 

they are likely to take up. 
5 4 3 2 1 

13 Superiors of this bank make efforts to identify and utilize potential of the employees. 5 4 3 2 1 

14 
Promotions in this bank are governed by the suitability criteria alone without any 

favouritism. 
5 4 3 2 1 

15 This bank has established mechanism to reward employee’s good work and contributions. 5 4 3 2 1 

16 Superiors in this bank appreciate employee’s good work. 5 4 3 2 1 

17 
Performance appraisal reports in this bank are based on objective assessment without any 

subjectivity. 
5 4 3 2 1 
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18 Employees in this bank do not have any fixed mental impressions about each other. 5 4 3 2 1 

19 Employees are encouraged to experiment with new methods and explore creative ideas. 5 4 3 2 1 

20 
When any employee makes a mistake his/her seniors treat it with understanding and help 

him/her to learn from such mistakes rather than punish or discourage him/her. 
5 4 3 2 1 

21 In this bank weakness of employees is communicated to them in a non-threatening way. 5 4 3 2 1 

22 When feedback is given to employees they take it seriously and use it for development. 5 4 3 2 1 

23 
Employees in this Bank take pains to understand supervisors or colleagues perceptions about 

their strengths and weakness. 
5 4 3 2 1 

24 Employees sponsored for training take it seriously and try to make its best use. 5 4 3 2 
1 

 

25 Employees following training are encouraged to apply ideas learnt. 5 4 3 2 1 

26 

 
Employees are sponsored for training on the basis of genuine training needs. 5 4 3 2 1 

27 

 
Employees trust each other in this bank. 5 4 3 2 1 

28 Employees in this bank are not afraid to interact with their superiors to share their feelings. 5 4 3 2 1 

29 
Employees in this bank are not afraid to express or share their feelings with their 

subordinates. 
5 4 3 2 1 

30 
Employees are encouraged to take initiative and undertake activities on their own without 

having to wait for instruction from seniors. 
5 4 3 2 1 

31 

 

Delegation of authority to encourage juniors to develop handling higher responsibilities is 

quite common in this bank. 
5 4 3 2 1 

32 

 
In the event of delegation of authority, juniors use it as an opportunity for development. 5 4 3 2 1 

33 Team spirit is of high order in this bank. 5 4 3 2 1 

34 
In this bank when problems crop-up employees do discuss them mutually to resolve them 

rather than indulge in any blame game. 
5 4 3 2 1 

35 
In this bank seniors often discuss with their juniors regarding their career growth 

opportunities. 
5 4 3 2 1 

36 
Our bank’s future plans are made known to the senior staff to help them develop their 

juniors and prepare them for future. 
5 4 3 2 1 

37 

 

The welfare activities in this bank enable employees to harness their mental energy for work 

purposes. 
5 4 3 2 1 

38 
In this bank opportunity to work in different departments by rotation facilitates employee 

development. 
5 4 3 2 1 
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Part III - Organizational Citizenship Behavior (Superior- Rated).  

Please rate your subordinate regarding his non-work performance on the following, mark a 

tick ( ) to the first option that comes to your mind from 1to7 i:e strongly disagree to strongly 

agree where each number indicates as follows: 

 

1 2 3 4 5 6 7 

Strongly 

Disagree 
Disagree 

Moderately 

disagree 

Neither agree 

nor disagree 

Moderately 

agree 
Agree 

Strongly 

agree 

 

Sno. Statements 1 2 3 4 5 6 7 

1 The employees help others who have heavy work load. 1 2 3 4 5 6 7 

2 
The employees always require frequent doze of motivation to get the work 

done. 
1 2 3 4 5 6 7 

3 The employees believe in giving an honest day’s work for an honest day’s pay.  1 2 3 4 5 6 7 

4 
The employees consume a lot of time complaining about petty and unimportant 

matters.  
1 2 3 4 5 6 7 

5 The employees try to avoid creating problems for co-workers.  1 2 3 4 5 6 7 

6 
The employees keep themselves updated about the changes taking place in the 

organization.  
1 2 3 4 5 6 7 

7 The employees tend to over- react over petty issues. 1 2 3 4 5 6 7 

8 The employees consider the impact of their actions on co-workers.  1 2 3 4 5 6 7 

9 
The employees attend meetings that are not compulsory, but are considered 

important. 
1 2 3 4 5 6 7 

10 The employees are always ready to lend a helping hand to those around them.  1 2 3 4 5 6 7 

11 
The employees attend functions that are not required, but help the 

organization’s image. 
1 2 3 4 5 6 7 

12 
The employees read and keep up with organizational announcements, memos, 

and so on. 
1 2 3 4 5 6 7 

13 The employees help other co-workers who have been absent.  1 2 3 4 5 6 7 

14 The employees do not abuse the rights of others. 1 2 3 4 5 6 7 

15 The employees willingly help others who have work related problems. 1 2 3 4 5 6 7 

16 
The employees always focus on what’s wrong, rather than the positive side of 

situations. 
1 2 3 4 5 6 7 
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17  The employees take steps to prevent problems with other workers. 1 2 3 4 5 6 7 

18 The employee’s attendance at work is above the norm.  1 2 3 4 5 6 7 

19 The employees always finds fault with what the organization is doing. 1 2 3 4 5 6 7 

20 The employees are mindful of how their behavior affects other people’s job.  1 2 3 4 5 6 7 

21  The employees avoid taking extra breaks. 1 2 3 4 5 6 7 

22 
The employees obey the organization’s rules and regulations even when they 

are not under surveillance.  
1 2 3 4 5 6 7 

23 The employees help orient new people even though it is not required of them. 1 2 3 4 5 6 7 

24 The employees are the most conscientious employees. 1 2 3 4 5 6 7 
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Annexure-II 

Descriptive Statistics 

 

 N Range Minimum Maximum Mean Std. Deviation Skewness Kurtosis 

 Statistic Statistic Statistic Statistic Statistic Statistic Statistic Std. Error Statistic Std. Error 

HRDC1 316 4.00 1.00 5.00 3.4304 1.05329 -.455 .137 -.391 .273 

HRDC2 316 4.00 1.00 5.00 3.4557 1.09309 -.642 .137 -.214 .273 

HRDC3 316 4.00 1.00 5.00 3.3323 1.07808 -.478 .137 -.452 .273 

HRDC4 316 4.00 1.00 5.00 3.3165 1.07844 -.366 .137 -.539 .273 

HRDC5 316 4.00 1.00 5.00 3.2278 1.13192 -.312 .137 -.801 .273 

HRDC6 316 4.00 1.00 5.00 3.2247 1.12553 -.358 .137 -.672 .273 

HRDC7 316 4.00 1.00 5.00 3.1867 1.11552 -.291 .137 -.607 .273 

HRDC8 316 4.00 1.00 5.00 3.2532 1.12652 -.364 .137 -.646 .273 

HRDC9 316 4.00 1.00 5.00 3.6203 1.13310 -.676 .137 -.207 .273 

HRDC10 316 4.00 1.00 5.00 3.4968 1.07938 -.495 .137 -.299 .273 

HRDC11 316 4.00 1.00 5.00 3.2595 1.14742 -.331 .137 -.727 .273 

HRDC12 316 4.00 1.00 5.00 3.5380 1.11916 -.561 .137 -.497 .273 

HRDC13 316 4.00 1.00 5.00 3.3101 1.14588 -.311 .137 -.709 .273 

HRDC14 316 4.00 1.00 5.00 3.2880 1.19096 -.391 .137 -.780 .273 

HRDC15 316 4.00 1.00 5.00 3.3228 1.17524 -.354 .137 -.863 .273 

HRDC16 316 4.00 1.00 5.00 3.3892 1.17260 -.510 .137 -.604 .273 

HRDC17 316 4.00 1.00 5.00 3.2658 1.10075 -.485 .137 -.543 .273 

HRDC18 316 4.00 1.00 5.00 3.3228 1.08537 -.250 .137 -.600 .273 

HRDC19 316 4.00 1.00 5.00 3.2690 1.12142 -.260 .137 -.629 .273 

HRDC20 316 4.00 1.00 5.00 3.4715 1.10230 -.471 .137 -.479 .273 

HRDC21 316 4.00 1.00 5.00 3.3703 1.08039 -.323 .137 -.570 .273 

HRDC22 316 4.00 1.00 5.00 3.4525 1.11025 -.447 .137 -.454 .273 

HRDC23 316 4.00 1.00 5.00 3.5127 1.07045 -.494 .137 -.392 .273 

HRDC24 316 4.00 1.00 5.00 3.4367 1.02001 -.613 .137 -.203 .273 

HRDC25 316 4.00 1.00 5.00 3.4937 1.11695 -.596 .137 -.372 .273 

HRDC26 316 4.00 1.00 5.00 3.3544 1.13851 -.364 .137 -.738 .273 

HRDC27 316 4.00 1.00 5.00 3.4652 1.16920 -.491 .137 -.580 .273 

HRDC28 316 4.00 1.00 5.00 3.4462 1.13541 -.639 .137 -.409 .273 

HRDC29 316 4.00 1.00 5.00 3.4873 1.04037 -.638 .137 -.137 .273 

HRDC30 316 4.00 1.00 5.00 3.3671 1.18645 -.421 .137 -.774 .273 



 
Annexure  

Department of Business & Financial Studies               391 
 

HRDC31 316 4.00 1.00 5.00 3.0633 1.21725 -.249 .137 -.888 .273 

HRDC32 316 4.00 1.00 5.00 3.4367 1.16528 -.627 .137 -.393 .273 

HRDC33 316 4.00 1.00 5.00 3.4778 1.24829 -.511 .137 -.773 .273 

HRDC34 316 4.00 1.00 5.00 3.3892 1.11145 -.368 .137 -.565 .273 

HRDC35 316 4.00 1.00 5.00 3.3196 1.13350 -.284 .137 -.882 .273 

HRDC36 316 4.00 1.00 5.00 3.2247 1.18863 -.397 .137 -.719 .273 

HRDC37 316 5.00 1.00 6.00 3.2848 1.11891 -.238 .137 -.608 .273 

HRDC38 316 4.00 1.00 5.00 3.2310 1.17937 -.363 .137 -.690 .273 

OCB1 316 6.00 1.00 7.00 4.7911 1.75862 -.630 .137 -.738 .273 

OCB2 316 6.00 1.00 7.00 4.5253 1.83856 -.462 .137 -1.030 .273 

OCB3 316 6.00 1.00 7.00 5.1108 1.76664 -.739 .137 -.544 .273 

OCB4 316 6.00 1.00 7.00 4.2057 2.02651 -.114 .137 -1.378 .273 

OCB5 316 6.00 1.00 7.00 4.5285 1.72078 -.453 .137 -.788 .273 

OCB6 316 6.00 1.00 7.00 4.9399 1.55926 -.764 .137 -.366 .273 

OCB7 316 6.00 1.00 7.00 4.0823 1.92053 -.156 .137 -1.241 .273 

OCB8 316 6.00 1.00 7.00 4.5918 1.73511 -.493 .137 -.810 .273 

OCB9 316 6.00 1.00 7.00 4.2975 1.83791 -.284 .137 -1.149 .273 

OCB10 316 6.00 1.00 7.00 4.7342 1.75632 -.654 .137 -.756 .273 

OCB11 316 6.00 1.00 7.00 4.4905 1.69310 -.311 .137 -.781 .273 

OCB12 316 6.00 1.00 7.00 4.8639 1.57071 -.644 .137 -.473 .273 

OCB13 316 6.00 1.00 7.00 4.7722 1.62089 -.491 .137 -.795 .273 

OCB14 316 6.00 1.00 7.00 4.9557 1.56487 -.687 .137 -.287 .273 

OCB15 316 6.00 1.00 7.00 4.9778 1.58249 -.795 .137 -.315 .273 

OCB16 316 6.00 1.00 7.00 4.2437 1.85698 -.204 .137 -1.236 .273 

OCB17 316 6.00 1.00 7.00 4.9810 1.52429 -.812 .137 .058 .273 

OCB18 316 6.00 1.00 7.00 4.7405 1.68723 -.532 .137 -.796 .273 

OCB19 316 6.00 1.00 7.00 4.2247 1.83012 -.214 .137 -1.145 .273 

OCB20 316 6.00 1.00 7.00 4.6203 1.61975 -.470 .137 -.719 .273 

OCB21 316 6.00 1.00 7.00 4.6741 1.72694 -.470 .137 -.782 .273 

OCB22 316 6.00 1.00 7.00 4.7532 1.78774 -.490 .137 -.928 .273 

OCB23 316 6.00 1.00 7.00 4.7184 1.51807 -.589 .137 -.359 .273 

OCB24 316 6.00 1.00 7.00 4.8829 1.63558 -.568 .137 -.558 .273 

Valid N (listwise) 316          

 


