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Abstract

This study aims tonvestigate the relationship among determinants of Organisational
Citizenship Behaviour (OCB) and organisational performance of automobile sales
professional of Pakistan. Determinants of OCB including personatdfielicy and
wellbeing at work), attitudal/behavioural (job satisfaction and setintrol) and
environmental Work design) variables were selected based upon social cognitive
learning and need motivation theoiyhe aitomotive industry of Pakistan has shown
rapid growth over a long period oéagession that requires strategies for enhancing
performance. It was hypothesised that determinants of OCB would be positively related
to OCB and organisational performance.

The study utilised the quantitative method of survey rese®ata was gathered by
disseminating standardised survey form of General Perceive@f8eticy, Basic Need
Satisfaction at Work Subscale, Job Satisfaction Scale,Cselfrol ScaleWork design

scale, OCB Scale and Organisational Performance Scale from caubbile sales
professionals (N=500) of five cities of Pakistan. Moreover, theselbared socio
demographic form was also administered. Results statistically confirmed the hypotheses.
Structural Equation Modelling (SEM) was usedNtwdel testingThe Madel was found

a good fit. Multiple regression was conducted to measure the predictive association of
OCB with personal, attitudinal/behavioural, environmental variables and employee
perceived performanceThe Multiple Regression analysis predicted the iSaamt
association of OCB with its determinamehereas, the relationshipetweenOCB and
performance was found significagi< .01). Rrtial correlation ANOVA and Multiple
regressiorwereconductedor additional statistical analysis.

During the implementation stage, the action learning method was applied to test the
hypothesis that OCB will be positively related toeationlearning method. Strategies of

the situational analysis, business model and organisational model canvasgstedés

were applied. Many risk factors were identified including OCB, communication,
commitment, culture and innovation.

To contribute to the existing pool of knowledge in the field of OCB and organisational
performance, this study provideddepth krowledge of OCB determinants based upon

the theoretical framework of SCT and NMT and to provide implementation action
learning plan for automobile sales professionals to enhance organisational performance
in Pakistan.The current study ishe first attemptto measure the effects of OCB on
organisational performance of automobile sales professionals in Pakistan. Insights from
this study could be used by the automobile sector to enhance OCB with minimum efforts
and can increase the organisational performahtieecautomobile sales professionals in
Pakistan.
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Chapter 1

Introduction

1.1 Needor OCB for Organisation

2UJDQ S GHILQHG 2&% DV 3LQGLYLGXDO EHK
directly orexplicitly recognised by the formal reward system, and that in the aggregate
SURPRWHYVY WKH HIITHFWLYH IXQFWLRQLQJ RI WKH RUJD
Organ strengthen the positive culture of organisations. For instance, helping the initiative
is to help the members of the organisation in solving welkted problems. This factor
is closely related to the knowledge sharing component of job characteristics, as well as
those employees who manifest such behaviour which is representative of team
cohesivenesslhe second factor of civic virtue means remaining attentive and proactive
while participating in organisational activities and cultivating a sense of competence.
Furthermore, going beyond the requirements of the job description and compithing w
organisational rules grows from strong motivation and further enrichesasglbl.
Finally, sportsmanship means tolerating trivial matters without complaining and obeying
organisational regulations, leading towards bett@ployee perceived organisatal
performance. Thus, OCB contributes to organisational effectiveness, which means that
OCB makes a difference in organisational outco(fexisakoff et al., 2009, pp. 122
141)

Every organisation has a specific organisational culture. It can facilithBamper
the progress not only at an individual level but also at the organisational leveplafyee
perceived organisationglerformance. Thus, it is unavoidable to understand the social
learning mechanism in order to develop and enhance OCB amoagpheyees.

Moreover, it was found in previous reseaisham et al., 2012, pp. 7989)that
knowledge sharing can promote OCB and social responsibility. This process can be
enhanced through an understanding of individual motivation, learning proce$&y and
encouraging healthy communication within the work setting.

This study aims to explore the determinants of Owgdional Citizenship

Behaviour (OCB) based upon the theoretical framework of Social Cognitive Theory



(SCT) and Need Motivation Theory (NM@hd its relationship witemployee perceived

organisational performance among automobile sales professional of Pakistan.

1.2 Rationale for the Study

Many gaps were found in knowledge regarding OCB emgloyee perceived
organisationaperformance in automobile sales professional of Pakistan that led to the
exploration of this area regarding research. These issues invabsmyl challenges for
automotive inductor and there usgent need for new strategief OCB development,
cultural differences, lack of theoretically based approach of OCB, insufficiency of the
SCT model to cover issues of automobile sales professional regarding OCB in maximum
range, and lack of action learning implementation in Pak{Saal 2017 para 14).

First and foremost, an issue related to this study is to fill the gap of resremeth
evidence of OCB and its related factors/determinants among automobile sales
professionals of Pakistan. OCB is not a weBearched area for aatobile sales
professional in Pakistan. For this purpose, this study aims to assess the interrelationship
of personal, attitudinal/behavioural and environmental determinants of OCB among
automobile sales professionals of Pakistan. Further, the relationShpCB with
employeeperceivedrganisational performance will be studied.

The automobile sector is one of the fastest emerging and revenue generating
industry in Pakistan. The automobile industry has not only attracted local as well as global
investors ach as Toyota Motors, Suzuki Motors, Honda and otfidisza & Manarvi
2011, pp. 347). Currently,theautomobile sector is becoming more competitive due to
the arrival of international automobile companies (Hyundai, Renault and Volkswagen
group) inPakistan(Sigal 2017 para. 4) As far as OCB related studies are concerned,
many studies have been conducted in various sectors of Pakistan, e.g., BBuokivegi
2008, pp. 106L16), Telecom(Kashif, et al. 2011, pp. 997), business entrepreneur,
(Hussan, et al. 2012, pp. 6378389and educatiorflgbal et al. 2012, pp. 134B354;

Baig et al. 2012, pp. 289; Swati et al. 2012, pp. 3Z88) but there is a dearth of
literature related to OCB in automobile sales professionals in Pakistan. It is neogssary t
understand at this stage how automobile companies can promote OCB within their sales
professionals. This study could help to develop and adopt different organisational
strategies to promote OCB.

The researcher is working wita leading automobile compangs sales and

marketing manager at the regional level since 2007. Thus, many essential factors related
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to OCB, culture andmployee perceived organisatiopalformance came in observation
DQG ZHUH UDLVLQJ TXHVWLRQV LQ Widds reldted tWABE KH U 1
were found based on the context of western cu(ihalid et al. 2009, pp. 185). In the
sub-continent region, cultural patterns are differé@@ukhari 2008, pp. 10616). The
variety of organisations and culture can yield differesgults with OCB(Japsen &
Rodwell 2006, pp. 674874). It is close to reality that culture is based on a set of norms
and values which people in the community do not talk afféchein 2004, p. 14but
usually, they have firm beliefs in thefaurthermore, all these values appear in their
attitude and behawur. Therefore, it is crucial to understand the culture if there is some
change being required. It is well said that culture creates the environment for
implementing thestrategy(Schultz & Walt 2015)All these ideas become mature during

the coursework oDBA. The researcher found through the application of situational
analysis that most of the identified risks of the organisation were related to culture. It was
found that within the organisatiprihe Role culturewas prominent and creating
communication dficulties between employees and management. Simultaneously, it was
decreasing commitment, job satisfaction, positive organisational behaviours and
performance. All the field experiences, literature evidence (will be discussed in chapter
2) and the currdndemands for sales scenario become the reason to develop, test and
implement the frameworKThere is a need to provide a picture of the South Asian
automobile sales sector about OCB as there is no research evidence found in the reference
of automobile sa&ls professionals in Pakistan.

The second major issue was to follow the suitable theoretical approaches for OCB
development among automobile sales professionals. Although many theoretical
frameworks had been found in the literature to explain OCB in tefrtyp&s/dimensions
(Smith et al. 1983, pp. 65363; Williams & Anderson 1991, pp. 6{IL7; Moorman &
Blakely 1995, pp. 12442; Podsakoff et al. 1990, pp. 2042; Dipaola & Tschannen
Moran 2001, pp. 42447), the antecedenfOrgan & Ryan 1995, pp. 77802, and
consequences of OC@odsakoff 2009, pp. 12P41) instead of determinants of OCB.

,QGLYLGXDOVY FKDUDFWHULVWLFY DQG EHKDYLRXUDO
OCB (Li & Sekiguchi 2014pp.1418). Therefore, it is essential to understathe
determinants of OCB. In this regard, one of the assignments during the DBA coursework
supported to understand the implementation of theoretical approaches to action as action
learning. Through this, the researcher had the chance to learn aboutGamidive

Theory (SCT) which emphasises that the social environment and cognition (thought

process) of people have a strong interlink. The social cognitive perspective applied to
3



OCB research acknowledges the influence of a triad of factors. The study was designed
in the theorical framework of social cognitive learning and need motivation. Social
cognitive learning theory provided the bases of the three determinants of OCB. The first
of them known as the person triad helps in the decision to engage in helping behaviour;
secondis behavioural or attitudinal, understood as the behaviour of the individual, the
third is the situation in which an individual operates (Vansteel&dechelen 2004,
pp.367393). In this regardtheSCT model was found to define the determinants of OCB,
but it was not completed without the fulfilment of various variables into each determinant.
For the motivational aspect of the workplace, the need motivational theory was utilised
as weltbeing at work. Thus, the merged model of SCT and NMT was utileséli the
gap of personal determinants of OCB among automobile sales professionals of Pakistan.
Furthermore, some variables were attached to each determinant of personal
determinant, (seléfficacy and welbeing), behavioural and attitudinal determin@etf
control and job satisfaction) and environmental determinant (work design). All these
ideas lead to verifying the implications of the theoretical background of DIg8 study
explores explicitly how seléfficacy, a sense of welleing, job satisfamon, selfcontrol
and work design determine whether an employee engages in helping behaviour/OCB.
The objectives of the study were to investigate the relationship of OCBemitthoyee
perceived organisationperformance among automobile sales professitmatilise the
Western theories in South Asian culture to explore the differences of response pattern to

fill the gap of theoretical knowledge regarding the application to the management field.

The last issue was to check the practical implication ebrigtical modelsThis
study will provide an opportunity to have a closer look at the implication of Social
Learning Theory (SCT) arideed Motivation Theory (NMTin the business management
field. Chapter6 will be addressing the said issues through action learning. Although the
spectrum of the study becomes broad but to have a holistic view of OCBrguidyee
perceivedrganisational performance, it is unavoidable to limit it to a few factorafAll

thesefactors mentioned abovequired research evidence.



1.3 Rationale forChoosing Pakistan and the Automobile Sales Professionals for the
Study

Organisational Citizenship Behaviour is not a new area of study in the West.
There is a need to provide a piEwf the South Asian automobile sales sector about
OCB as there is no research evidence found in the reference of automobile sales
professionals in Pakistan. The Pakistani Automobile Industry is amongst the fastest
growing sectors in the national econo(Mirza & Manarvi 2011, pp.347; Sigal, 2017
para. ). Various global automobile manufacturers are making investments in the heavy
duty and lightduty vehicles sector in collaboration with the national stakeholders. This
industry is becomingicreasingly challenging and competitive (Research Team 2015). It
is quite essential for this sector to provide its employees with an environment in which
they can fully utilise their potential by developing organisational citizenship behaviour
(OCB).

The Automobile sector of Pakistan has been facing the effects of the global
financial recession since 2008 (decline in sales 44% during 2008 Rohaijl 2913
during 2009 Ahmad 200%asha& Ismail 2012has reported During 2012, conditions
started becoming lter in the economic context. According to the Pakistan Automotive
Manufacturer Association (Research Team 2015), until March 2015, 43%, increase in
sales of LPV (Light Passenger vehicle) had been reported as compared to March 2014
and scored the8yearof sales growth in a row. Therefore, most of the companies are
concerned to increase productivity while simultaneously decreasing expendiiG®s
occurs when an employee chooses to engage in behaviour that benefits the organisation,
but for which he ortse receives no formal rewards (Ariani 2042,162168). Therefore,
in the current scenario, it is wise to focus and explore the various strategies on an
organisational level to meet the demands regardimgloyee perceived organisational
performance. Momver, studies on OCB in the sales profession of Pakistan are not
evident in the literatureThus, this study will provide valuable details related to the
determinants of OCB among sales professionals of Pakistan for future studies.

Amongst all the otherrpfessionals, sales professionals are considered to achieve
their financial targets and to manage productivity (McKinsey's and Company 2014
10) being measured monthly, or even weekly, quarterly, and biyearly. Sales Professionals
have to meet financidhrgets and challenges, not only individual ones but also team
targets (Morre 2007). Moreover, the sales department is responsible directly for revenue
generating for the organisation. It is therefore crucial for sales professionals to have better
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relatiorships with ceworkers, customers and organisational staff at large. Being helpful
and supportive of colleagues benefits the organisation towards the attainment of
organisational goals. All these characteristics are embodied in the definition of citizenship
behaviour. Thus, the automobile sales professionals will be the participants of the study.

Moreover, the competitive nature of the automobile market has placed an
exceptional demand on organisations. Automotive retail has to face challenges for its
survival (Wells 2013pp.228239). In this scenario, sales professionals in the automobile
industry are faced with more substantial challenges due to the highly competitive nature
of this industry in PakistanTherefore, it will be useful to conduct this reséato
examine the relationship of the defined personal, attitudinal and environmental factors as
determinants of OCB and further its impact on ¢neployee perceivedrganisational
performance.

The researcher has been a senior sales professional in the automobile sector since
2007 and spent a considerable amount of time in a variety of cultures, and it has provided
inspiration to study cultural patterns. While working in the automobile comphay, t
researcher observed that although the company was involvébriporate Social
Responsibility(CSR)activitiesbut at the individual level altruistic or helping behaviour
needed to be developed further. Thus, working in the situation of facing andinganag
many organisational behaviours, this increased interest and provoked many queries
related to human perceptions, organisational behaviour, and OCB.

Through this research, the researcher aims to fill the research gap in the existing
literature and provide useful insights into the managerial implications for improving the
organisational performance in the automobile industry of Pakistan through the
devdopment of organisational citizenship behaviour among the sales professionals.

1.4 Organisational Performance and OCB

Organisational Citizenship Behaviour (OCB) is a frequently researched area, and
several previous studies have indicated that OCB igipelyi related to Organisational
Behaviour. Employee perceived organisationgderformance and organisational
behaviours of the employees are common variables empirically researched by many
researchers to investigate their relationship with OCB (Chen ppd&661; Bukhari&

Ali 2009, pp.8592; Xiaoming & Junchen 201%p. 2837). The rationale behind this
relationship is based on the sense of satisfaction of interpersonal relations in the working
environment (Parng ProctorThomson 2003p.376399 Torvald, Sveir& Einar 2005,
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pp.2834). Especially when it comes to the managanfield, organisational citizenship
behaviour becomes more critical due to the placed demand of achieving productivity and
employee perceived organisatioparformancgBukhari & Ali 2009, pp.8592). OCB
facilitates the social machinery of the organcatprovide the flexibility needed to work
through many unforeseen contingencies, help employees in an organisation, and cope

with any challenges to perform better.

In this study, the relationship of OCB will be reviewed wathployee perceived
organisamnal performance that is the most desired outcome of the organisations,
stakeholders and management. High performance and productivity are found to have a
strong relationship with organisational culture (Torvald, S€etinar 2005 pp.2834).

Thus, OCB roted in positive cultural patterns has ties, with bettaployee perceived
organisationaperformance (Business Insurance 2006ow & Shan 2007pp.4755;
Podsakoff et al. 2009p.122131).

1.5Rationale for choosing Determinants of OCB

Organisational citizenship behaviour is a significant study area of Organisational
Behaviour (OB) of management sciences over the past three decades. The term of
Organisational Citizenship Behaviour (OCB) waged in the late 1980s (Organ 1988).

In most of the research and studies from past to present (Podsakoff et appl 208,

142 Moorman, Niehoff& Organ 1993pp.209225 Kasemsap 201pp.129159), there

was a focus on the outcomes of different orgatibnal behaviours. Some theorists
GHILQHG 2&% DERXW HPSOR\HHVY DOWUXLVWLF EHKDY
importance for both employees and organisations. According to Organ, ({2985

478), organisations cannot function effectively witlhohe benefit of OCB. Over the last
decade, several studies have been conducted in different countries within the sales sector
of the automobile in relation to exploring the impact of OCB (Melc&aBosco 2010,

pp.7488, Kasemsap 2014)p.129159 Hussain et al. 201p.63786389 Latha &

Kumar 2013 pp.224226).

OCB positively influences the behaviours of organisational memPerscheri
20006. So, it is essential to consider the factors which affect engagement in OCB in the
workplae. Past researchers investigated different types of OCB separately and only
pointed out their correlational relationships rather than using any theoretical model. In a
working environment, employees learn by observing others and reframe the concepts

accordng to their thought process and social interacftidius, OCB is a behaviour that
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can be learned or explained by Social Cognitive Theoretical (SCT) model as it covers the
potential dimensions of the personal, attitudinal and social element of learnieag. Th
reason for the preferred selection of SCT will be discussed in the next chapter (Chapter
2). Some of the researchers found using the model of SCT for explaining OCB or extra
role behaviour successfully with various organisations (Fife 2008; &ekiguch2014,
pp.1418).

It is evident in the history of organisational behaviour research that personal,
attitudinal, behavioural, and environmental variables have strong relationships with
organisational citizenship behaviour (Chen 2qf}85661; Cilla 2011;Li & Sekiguchi
2014,pp.1418). Thus, the determinants of OCB are selected based on the merger of two
models, i.e., Social Cognitive Theory (SCT) model and the McClelland Need Motivation
Theory Figure 1.1 and 1.2). The present study is an effort to study personal, attitudinal,
behavioural, and environmental determinants that may lead towards the development of
Organisational Citizenship Behaviour (OCB) and further proreateloyee perceived
organsationalperformance among automobile professionals in Pakistan. This study also
attempts to propose the possible relationships between OCBnapidyee perceived
organisational performance by using quantitative analysis and implicative strategies. In
the light of Social cognitive learning theory, three components were selected as
determinants of OCB.

This triad of personal, behavioural and environmental determinants produces
OCB (as shown iifrigure 1.1). Before moving forward, it is quite essential to i®an
overview of the primary variables of research. Firstly, the determinants of OCB will be

reviewed, then correlates of OCB will be described.

Behavioural
factors

Personal Environmental
Factors Factors

Figurel.1l: Social Cognitive learning modebource:Bandura(1991)

This Study mainly relies on Social Cognitive Theory framework structure.
Although numerous other variables could be examined regarding determinants, the
researcher argues that the variables alaog¢he most salient. Below are the reasons for

the selection of these variables.



1.5.1Personal determinants

Selfefficacy and welbeing have been identified as personal variables
determining the organisational citizenship behaviour (OCB) of employgsasdura
(1995,pp.1-45), explains "seHefficacy, refers to beliefs in one's capabilities to organise
and execute the courses of action required to manage prospective situations” (p. 2). While
explaining the social cognitive theory, Wood and Ban{1®89,pp.361384) mentioned
precisely why it is necessary to study personal goals within organisations. They argued
WKDW 3SHUVRQDO JRDOV LQ WXUQ OHDG WR RUJDQI
empirically by path analysis (Wodt Bandura 1989%p.361384) that selfefficacy has
the most substantial casual relation to organisational attainmesrhfdoyees

Although there are a variety of personal factors, including-estdem,
perceptions, selfleterminism, and personality variahldse currat study, the main
concern will be about the population of automobile sales professionals, with the reference
of OCB andemployee perceived organisatiopakformance. Personality variables were
not included due to having the more specific concern of sgaonal psychologist.

Wood and Bandura (198pp.361384), empirically proved by path analysis that self
efficacy was havinghe most robust casual relation with organisational attainment for
managers. Further, in literature, sefficacy has been used a pivotal concept to define

the OCB model (L& Sekiguchi 2014pp.1418). Seltefficacy was found because of
HISHULHQFHV LQIOXHQFH SHRSOHTV pRIY0GVTHUs] DSSU
the first variable for the determinant of the persondhbe was selected as selfficacy.

Here arises another vital concewhich is an employee who has not fulfilled
need at work cannot respond to OCB antployee perceived organisatiopatformance
(Edmans 201%p.1-19). To cover the issue of motivatipneed motivational theory of
McClelland was included as wdiking. It consists of three basic needsneed for

achievement power and affiliation.

Need for
power Need for
(Personal & affiliation
Institutional
power)

Figure 1.2 McClelland Need Motivation Theoypource:McClelland& Boyatzis
(1982



$FFRUGLQJ WR /I XWKDQV LI WKH ODVORZYV KL
to an organisatiofor anexample, the lowelevel needs of personnel would generally be
satisfied, but only a minority of the social and esteem needs, and a small perthent
self-actualisation needs would be met. To cover these three nesdE-adtualisation
(competence), selsteem (autonomy) and love and belongingness (relatedviéds
studied under the topic of wddkeing in the workplace. Studies also reeeathat high
well-being could lead to better health and longevity, and not just be caused by it, also to
better social relationships, and higher motivation and work productivity (e.g. Harter et al.
2010,pp.378389 Edmans 2013p.1-19).

1.5.2Attitude/BehaviouDeterminants

SCT defines this component as sadhtrol solely. In order to expand and specify,
the researcher has focused on two frequently studied variables as attitude/behavioural
determinants. Jebatisfaction is another variablepresentative and frequently found
attached to OCB andmployee perceived organisationm@rformance. Bateman and
Organ (1983pp.587%595) tested this idea and found that satisfaction was an essential
predictor of citizenship behaviour. According to Armsgq2006), job satisfaction refers
to the attitude and feelings that people have about their work. Positive and favourable
attitudes toward the job indicate job satisfaction. Organ, Podaskoff and MacKenzie
(2006) concluded that one aspect of job attityole satisfaction, is a good predictor of
employee perceived organisational performance. Job satisfaction has been shown to have
the strongest correlation with OCB at 0.90. Job satisfaction was found playing a
significant role for automotive industry empb®ss in the neighbouring country
(Swarnalatha& Sureshkrishna 2012p. 245248). The social cognitive theory also
describes how individuals learn on their own. Téitslationoccurs when individuals
display selcontrol (Wood& Bandura 1989)p.361384). The behaviour of Setfontrol
contains persistence and regulation in acti@ven in the face of stressful situations.
Therefore, job satisfaction was introduced as attitudinal and behaviour-obe#lbl was
included as a behavioural detenant. Moreover, no study found joining these two

components together under the Attitude/Behaviour determinants.

1.5.3EnvironmentaDeterminant

Job design was included as an environmental determinant. As many studies
revealed the relationship betweenriwaesign and OCB (Mushtaq 2013.5256;

Shantz et al. 2019p.26082627). Thus, job design was considered as an environmental
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determinant in the study. Work design and job design are the terms that are used
alternatively to identify the working envinment of organisations (Morgesaof
Humphrey 2006pp.13211339. According to Morgeson and Humphrey (2006.1321

1339, work design covers various dimensions of the working context, i.e. ergonomics,
physical demand, working conditions and equipment Wserk design can promote
various effects to develop a variety of jodated behaviours. Work design, OCB, job
satisfaction an@mployee perceived organisatiopairformance are found to be closely
related to each other (Chiu et al. 20pp,523540, Murugesan, Raja& Kannan 2013,
pp.209216 Mayfield 2013, pp.3664; Shantz et al. 2013p. 26082627). OCB isa
discretionary behaviour. It arrives within the employees without any compulsion.

On the other hand, the social cognitive process explains that employees learn and
act in their social environment. Organisational justice and leadership characteristics are
the factors affecting OCB instead of determining OCB (Lee, &indim 2013,pp.54
65). Thus, another frequently studied variable of organisational justice and leadership
was excluded to segregate the impact of extraneously imposed variables.

In short, weltbeing at work, job satisfaction and job design are the variables under
the umbrella of personal, attitudinal and environmental determinants adaedfore to
conclude all three determinantare given abovethe personal factors, theehavioural
factors and the environmental factguky a significant role in furthemg positive
behavioursamong the employegse., job commitment, altruistic behaviour and positive
environmentSelf-efficacy, weltbeing of te employee, job attitude, job satisfaction of
the employee, selfontent are few of the factors that influence the organisational
citizenship behaviour by creating a sense of belongingness among the employees with
respect to the organisation and therefaféects theperception oforganisational
performanceTheseabovestatedcomponents were found to be critical influencers of job
retention and OCBGreenberg 2011; Alizadeh et al. 20h@,494505).
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Below is a diagram that presents ghedy.
Attitude/Behaviour

Job Satisfaction

Personal Variable Self-Control Environmental Variable
_ : Work Design:
1. Perceived SelEfficacy Work Context:
2. Well-belng:_ i. Ergonomics
i.Need for Achievement ii. Physical demand
|| Need for Pq\{ve_r iii. Work Condition
iii.Need forAffiliation Organisational iv. Equipment use
Citizenship
Behaviour
(Sportsmanship,
Civic Virtue and
helping)

Organisational
Performance

Figurel.3: Variables of the studysource: Author

The abovepresented diagram is showing the determinants of the OCB, i.e.,
personal, attitude/behavioural and environmental variables and the goal of OCB in the form
of employee perceivedrganisational performance. However, some of thermdbion
regarding determinants of OCB have been discussed in brief but the nature of relationships,
interrelationships and outcomes will be brought under discussion in the literature review
(chapter 2).

The core reason for selecting these variables ightbae are the basic elements that
can impact themployee perceivegrganisational performance irrespective of its nature of
the business. Moreover, it is examined that these variables have a direct imgaet on
perception obrganisational performance, particularlytire automobile industrybecause
the nature of works quite different and challenging to manage. In addition to this, the
personal variable entails sdfficacy and welbeing that encourages an individual to
perform their duties more professionally. Furthermore, another imperative variable picked
for this considered study is an attitude that comprisessgitsfaction and setfontrol.

However, these are the two most important factors that motivate workers to attain their set
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goals and targets and contribute their part towards the accomplishment ofihisairgnal
strategic goal.

Additionally, another selected variable for this study is environmental because it
covers alimportant factors that influence the activities of workers while performing their
duties in the workplace. Nevertheless, the sucdetseeautomobile industry heavily relies
on their sales professionals because they are responsible for executing the sales plar
practically and achieving the intended targets. Therefore, it is found that most of the large
scale automobile firms invest ademjuate amount of money and resources in order to meet
the expectations of their workers because tleiployee perceived organisational
performance is directly linked to the success of a business.

OCB helps employee and organisation to maxineffigiency and productivity
which ultimately contribute to the effective functioning of an organisation. Based on the
conceptual definitions of OCB, researchers have proposed different dimensions of OCB.
For instance, Organ (1988, p.4) introduced a-faretor OCB model, Smith et al. (1983,
pp. 653663) identified two aspects of OCB, Podsakoff et al. (2000, pgpH533 hal
identified thirty forms of OCB, whereas Podsakoff and Mackenzie (1997133151)
identified three OCB dimensions: altruism, sportegi@p and civic virtue. In this study,
we have identified three major contributing factors that influence OCB, as defined by
Podsakoff and Mackenzie (1997, A83-151).

Emmerik et al. (2005, 9300) examined the relationships among altruism,
especially inorganisational citizenship behaviour. Responses in the study revealed that
altruism is related to organisational citizenship behaviour.

Sportsmanship centres around the behaviour of employees that focuses on
determining and differentiating right from thwong in the organisational activities (L&n
Peng201Q pp. 5575). Sportsmanship is the employee behaviour in the capability of
tolerating less than ideal circumstances without complaifBogino et al. 2010, pp. 835
855). Another study covered three components of Q@8luding sportsmanship, helping
and civic virtue. They found that sportsmanship is, therefore, the extent to which the
employee is willing to endure inconveniences and impositions and refrain from cgticisin
and filing petty grievances (Ehigie & Otukoya 2005, -38®). Employees that exhibit
sportsmanship extend loyalty and commitment to the organisation (Podsakoff &
MacKenzie 1997pp.133151).

Civic virtue is the enthusiasm to engage in events held byotpanisation,
VDIHIXDUG RUJDQLVDWLRQYYVY HQYLURQPHQW IURP LQ

vigilant for best interests at a personal cost (Podsakoff et al. 2000, {f&3)L3t exhibits
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behaviour in which a person is involved in the corporatehasda genuine concern for the
company by taking the initiatives in recommending ideas on the improvement of the
organisational operations (Netemeyer el@b7, pp.858 ).

With the help othese differenframeworks, it can be said that the selectiothef
abovementioned variables is quite justified because these are the variables that motivate
workers to adopt OCRBvhich optimistically enhances the business. It is quite apparent that
organisational performance depends on the selected variablesfpatticular study that
ultimately enhance the effectiveness of this research.

The scope of this research is not limited to scholars, students, professionals, but the
results of the present study may also have implications for automobile sales professional
It is because they must implement the strategies related to management and organisation:
to manage and modify behaviour within an organisation. Therefore, this study could make
an essential contribution to extending research in management and orgaalsati
behaviour. On top of that, it would provide valuable information to individuals in
management in understanding the personal, behavioural, and environmental factors that
contribute to developing OCB and promotirgmployee perceived organisational
performance in Pakistan. As OCB has often been perceived as an essential contributor
towards job performance and work commitment level, it is of utmost importance that the
management knows and understands these factors. As this would assist the mamagement
creating conducive working environments to develop OCB and increag#oyee
perceived organisationperformance. Moreover, the rationale of this research is to test the
relationship between OCB and its determinants, in a collectivist cultural congext,
SDNLVWDQYV VDOHV SURIHVVLRQDOV

1.6 Research Aims and Objectives

1.6.1 Research Aim

The primary aim of this research is to identify the determinants of organisational
citizenship behaviour (OCB) and to study the relationship between organisational
behaviarr and organisational performance of the automobile sales professionals in
Pakistan. This relationship has never been studied with the reference of automobile sales

professional in Pakistan.
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1.6.2 Research Objectives

1. To identify the factorsletermining organisational citizenship behaviour (OCB)
based on Social Cognitive Theory and Need Motivation Theory in the
automobile sales professionals of Pakistan.

2. To evaluate themediation testing of OCB betwegmersonal, attitudinal/
behavioural and efronmental factors and perceived organisational

performanceof Automobile Sales professionals in Pakistan.

3. Implementation of action learning toontribute to the existing pool of
knowledge in the field of OCB an@mployee perceivedrganisational

performance research conducted in Pakistan.

1.7 Indicative structure of the thesis

This thesis is divided inteightchapters, which can be broken down as follows:

Chapter 1 provides the aims and objectives of the study and study motivation.

Chapter Zoresents a literature review of the different aspects of the.study

Chapter 3 is related to the objectives and following the broad headings in the conceptual
framework.

Chapter4 introduces the research methodology, including the sources of data, tools of
measurement, the underlying principles, and the data analysis techniques.

Chapter5 uses different statistical analysis and results to investigate the different aspects
of the study, as well as to test the hypothdsmlso presents findings throughwsttural
equation modelling of the research model.

Chapter6 summarises the research findings drstussion

Chapter 7 Implementatipmcluding the implications of the research for the Pakistani
automobile industry. This chapter also summarises the roatrilwutions of the research

i.e., SCT and NMT based strategies and application of the action learning process
existing knowledge and the field.

ChapterB consist on conclusion and recommendations.

In Figure 1.4 conceptual framework of titeidy has been presented.
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Figure 1.4: Conceptual framework of reseaf®burce: Author
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Chapter 2

Literature Review

2.1 Introduction

This chapter is an attempt to describe explain the research gaps regarding the
literature review. Thus, the sequence will encompass with an overview of the cultural
background of OCB among automobile sales professionals in Pakatawed by the
theoretical issues studied.

Furthermore, thischapter will provide a critical review of the literature on
organisational citizenship behaviour (OCB) and its determinant variables of study related
to personal, behavioural and environmental factatsich as discussed further in this
section Besidesliis, the relationship between organisational citizenship behaviour along
with employee perceivedrganisational performance in automobile sales professionals;
existing literature and empirical data to review the methodological implicatidlh®e
presented. After reviewinthe literature, hypotheses will be formulated to assume the
relationship between different variablghapter 3)

Problems encountered while the selection of OCB variables will be discussed in
the last section to reviethe challenges and its management. It will include the need for
OCB for the organisation, future projects, and use of organisational performance,
subjective and objective measures, and determinants of OCB. Fintbenefits and
challenges of OCB for ganisations will be highlighted.

In this chapter, the emphasis is placed on the critical aspects of study related
issues. Conceptualisation arising from the organisational model (action learning) will be
presented in detail in chapter 6. For smooth foltovough, the chapter headings are
informed by the indicative structure and conceptual framework at the end of chapter 1
(Figure 1.4) of the thesis.

2.1.1 Determinants oOrganisational Citizenship Behaviour

Organgational Citizenship Behaviour (OCB) wasrned by Bateman and Organ
(1983 pp. 587595) 2UJDQ HW DO GHVFULEHG 2&% DV 3,Q
discretionary, not directly or explicitly recognised by the formal reward system, and in
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WKH DJJUHJDWH SURPRWHYVY WKH HIILFLHQW DQG HIIHF'
OCBis DQ HPSOR\HHfV EHKDYLRXU WKDW UHTXLUHV D¢
participating in the decisiemaking process and management and other activities of the
organisation.

To accurately describe the OCB, several dimensions under the OCB has been
identiil LHG VR HQVXUH SURGXFW L pding of vigwr Fhrgeé KidjoH P S O R
motivating factors have been recognised by Podsakoff and Mackenzie (19933pp.

151 which are personal, behavioural and environmental.

2.1.1.1Personal Determinants of OCB

Self-efficacy and welbeing of the employees are the major factors that are included in
the personal determinants of the OCB. &dficacy is @ own significantresource
(Xanthopoulou et al. 2008, pp. 345 DQG UHIHUV WR DQ LQGLYLGXD
ability to perform tasks in different situations (Wo&dBandura 1989, pp. 36384).
Self-efficacy enables employees to determine how much effort they spend in challenging
service encounters and how long they can continue to exist when confronted with
impediments. Seléfficacy is observed in service workers who have established the
confidence necessary to handle varying customer requests successfully. A high self
HIILFDF\ HQKDQFHV LQGLYLGXDOVY EHOLHI LQ WKHLU
achieve challenging goals, and in tutrenefits their productivity and efficiency (Judge

et al. 2007, pp. 10127).

The weltbeing of employees is an essential factor to be studied because it covers
the overall happiness of employeadich includes job sadfaction, performance, job
OR\DOW\ HWF 7KHUHIRUH ZLWKR X¥eifgRnQ Brigdui€atiégpJ W K |
can compete or lead in a competitive environment. So, there is a research gap which needs
WR FRQGXFW D UHVHDU F K-briNgwta kefRrénc © $:© pehdeplifinofZ H O C
organisational politics{llah et al. 2019, pp-14).

2.1.1.2Behavioural/Attitudinabeterminants of OCB

Literature suggests that OCB affects overall organisatieffiettivenesf OHOLpPpNRY VN L
2017, pp. 46b1). Thus, employees who engage in citizenship behaviour are expected to
have higher levels of job satisfaction compared to other employees. Furthermbee, hi

levels of OCB lead to increased productivity and, consequently, higher profitability.
Locke (1976, pp. 1294350, defines job satisfaction as a positive emotional state
emerging from the appraisal of one's jBbote and Tang (2008, pp. 99387)alsotested
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the connection between OCB and job satisfaction. In this study, an overall OCB score

yielded a positive relationship between OCB and job satisfaction.

Evidence from experimental studies also shows thatcselfol resource
depletion causes morelsenterested behaviour in a dictator game, leads individuals to
focus on shotWHUP EHQH/ ¢ WV DQG LQFUHDVH IUHH ULGLQJ
often accompanied by motivational conflicts, and employees need to exedrsetf to
overcome selinterested tendencies to behave in a prosocial way in the organisation. In
line with this, we expected that employees with high restraint would better inhibit their
selfish tendencies and thus engage in more OCB (Wang et al. 2017, 3217341

2.1.1.3Environmentaldeterminants of OCB

Work design is becoming increasingly prominent as a strategy for attempting to improve
the effectivity and the quality of the work experience of employees in contemporary
organgations simultaneously. Although the benefits offkvredesign are widelstudied

in the management literatuialy limitedknown reasonsan be explored that homork
sometimes leads to positive outcomes for workers and their eagani Campion et al.
2005,pp. 367390 Oldham& Hackman2010,463-479)

2.2 CulturalBackground

Culture can have a substantial impact on OCB. One of the examples is the study
of Japsen and Rodwell (20087.670674). They had conducted the comparison of the
Podsakoff Model (1990p. 107142 and theWilliams and Anderson Model (199fp.
601-617) of OCB. Their results provided significant variations of scores on different
items. They concluded that difference provided a clue to cultural differences in the OCB
definition, discrimination, and detectio®CB studies, most were conducted in Western
culture (Khalid et al2009,pp.1625). A relationship between culturelated variables
and OCB has, in a general sense, been hype#itelsy some researchers (e.g., Moorman
& Blakely 1995, pp.127142 argued tht in individuals from collectivist cultures exhibit
greater OCB as compared to the individuals from individualist culture).

According to the Express Tribune News Network repéigay 2015) sales of
automobiles increased in the past five (5) yeaRakistan. Below is a figure present the
increasing sales during the first ten months of the fiscal year 204By western
multinational companies are stepping into the Asian region because of the cheap labour

and the immense potential market so thatghigly would help in a better understanding
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of the OCB in a different geographical context (Sigal 2Qiafa. 4. Besides this, the
citizenship behaviour is directly related to the culture that may vary within organisations
and in geographic contexts (Pokist et al. 2000,pp.513563 Gautam et al. 2()
pp.305314). Thus, it is essential to study the determinants of OCB and the outcome of
employee perceived organisational performance related to OCB in Pakistdorer, the
implementation of the currentusty results will be more straightforward for management

and sales professionals of the automobile sector of neighbouring South Asian countries.

Figure 2.1 Automobileunit productiorduring 2015 Source:Pakistan Automotive
ManufacturersAssociation (2015)

2.3 Theoretical Contribution

This study will provide an opportunity to have a close and detailed look at the implications
of Social Cognitive Learning Theory (SCT) and Need Motivation Theory (NMT) in the
business management fieltherefore, this study will contribute to enhancing knowledge
regarding the implementation of theoretical constructs of SCT, NMT and OCB in relation
to employee perceivearganisational performance based on positive organisational culture,
specifically reléed to automobile sales professionals.

2.3.1Social Cognitive Learning Model

The Social cognitive approach provides the basis to understand organisational
learning and the environmernithis approach also facilitates the understanding of OCB
within organiséions (Li & Sekiguchi 2014pp.1418; Ariani 2014,pp.7490). Personal,

behaviour and environmental forces influence each other and produce behaviour.
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Following figure (2.2) presents the structure of social cognitive learning model that
integrates the peosal, behavioural, and environmental factors within organisational

settings.

P
(Cognitive and other personal factors

B E
(Behaviour) (External Environment)

Figure 2.2:Social Cognitive learning modebource: Adapted from Wood aBdndura
(1989
Literature has revealed various connections of OCB with various social learning

theories (Vansteeland& Mechelen 2004pp.367%393 Li & Sekiguchi 2014pp.1418;

Ariani 2014 ,pp.7490; Nevid 2017). Many studies have utilised theory to explain OCB
(Hopkins 2002pp.1-15; Elstad et al. 2011pp. 405421). Two theories of the social
cognitive process have been found involved to explain OCB. Social exchange theory and
social cognitive learning theonAccording to social exchangieory, if an exchange
partner found that the value of the perceived benefit is lesser than the costhehen
exchange process can be decreased (BRG#). Moreover, some of the perception
correlated with OCB, but not with social exchange theory, sugbbascope and work
characteristic (Cardona, Lawren&eBentler 2004pp.219247). Social exchange theory
proposes thapgestures of goodwilfexchange between employees and the organisation, as
well as between subordinates and their supervisors when actions permit reciprocity. The
behaviours that emerge through the interaction of social learning and perceptual set (Social
Cognitive Learning Teory) remain londasting. This phenomenon can be explained
through the SCT, how personal characteristics and situational influences interact to produce
helping behaviour that leads to promote OGRire studies are required to explain the
influence of behaoural, environmental and personal characteristics contextually on the
organisational behaviour of sales professionals as they work in extremely challenging
contexts (Research Team 2015) this case, the highly competitive automobile industry
sales proHVVLRQDOVY RUJDQLVDWLRQDO EHKDYLRXU ZLOC

and personal variables derived from Social Cognitive Theory (SCT).

In the current study, the main structure of SCT has been consulted as determinants

of OCB. Moreover, in eacheterminant, the various variables have been introduced to
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enhance the scope and relevance of OCB. Within personal deterromant the variables

of seltefficacy was already existing in theory. Another variable of-weihg at work was
attached to fulf the gap of needs at work. The second determinant of attitudinal/
behavioural had the setbntrol variable. Thus jebatisfaction was attached to represent
the attitudinal aspect. Environmental determinant was added up with work design variable.
Thus, he development of determinants can be seen in the conceptual framework
(Figures.1) of OCB.

2.3.2McClelland Acquired Needs Theory

MVithout motivation, nothing can be achievdthnd 2013pp.1314). Motivation
is the force that enables us to prepare to act and achieve. So far, many prominent theories
of need and motivation have been presenteth@business and management fields.
OF&OHOODQGYV 1HHG ORWLYDWLRQ 7KHRWMtCKIM DGY D
1965,pp.322333 )RU LQVWDQFH ODVORZTV QHHG WKHRU\ FF
of employees with higher levels of needs (Luthans 2011). However, McClelland worked
RQ DFKLHYHPHQW PRWLYDWLRQ PRGHOV EDWHGI RQ 0D
WKHRU\ LV DOVR UHIHUUHG WR DV WKH p7KUHH 1HHC
Acquired Needs Theory and Learned Needs Theory. He also introduced the practical
applications of the model (Chapman 2008)his theory, he discussed three motivaéil
needs, including the need for achievement, power, and affiljatiespectively
(McClelland 1961 Lussier& Achua 2010). He labelled the first need as achievement
motivation need. The need for achievement was defined as success in any competition
with some standards of excellence (McClelland 199%8,742). Those with a high need
for achievement are attracted to situations; set challenging, yet attainable, goals for
themselves; and desire high standards of success and employee perceived organisational
performance feedback (Nikitina 201Daft 2015).

The second need is known as authority/power motivation need. McClelland
(1961) defined the need for power as a concern with the control of the means of
influencing a person. In this situation, the indiatilikes to compete with others to
achieve the goal and makes every situation in the way of perfection. Individuals with a
need for authority and power desire to influence others, but do not demonstrate a need to
have control only. These individuals poss#® motivation and the need to increase
personal status and prestige (Lus8iehchua 2010 Daft 2015).
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The third need is called the affiliation motivation need. McClelland (1961) stated
that affiliation is establishing, maintaining, or restoring a positive affective relationship

with another person.

Figure 2.3McClelland acquired neegSource: Adapteétfom McClelland (1961)

McClelland in his theoryidentified trosehigh-end achievers, while performing
a task or solving a problem, have a strong desire to assume personal responsibilities.
Besides that, they tend to set moderately difficult goals and take calculated risks.
Furthermore, they have strong desire for fefback about their organisational
performanceand they look for challenging tasksurthermore, the dominant motivator
in this need likes to work alone rather than in a team. It is because they tend to believe in
their ways and strategies rather than ndogi any suggestions from other people
(Komaki 2003, pp95-113 Boyatzis& Akrivou 2006, pp624-642).

The dominant motivator for nAFF is that the individual does not like to take high
risks or levels of uncertainty. In this matter, they only work situation that has sharp
mission and vision. They desire to influence and direct somebody else and to exercise
control over others. They have concembsutmaintaining leadefollower relations. The
goal that they work on must have strategies that leadititmenant motivator to work hard
to get the better result. Besides that, the characteristics of the individuals require them to
be collaborative over competitive. Working as part of a group is an excellent choice for
the principal motivator of affiliationbecause they tend to create ideas when they
collaborate with teammates with the exchange of ideas or some suggestions (Boyatzis
Akrivou 2006,pp.624642).

Despite this, the characteristitthe principal motivator of nPOW tends to control
and influenceothers. The employee perceived organisational performance of the
dominant motivator is the perfect way to persuade others. Within this, the ideas would
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become accessible to receive from other people and make them follow in a way they
would not. Besides thathey also like competition and winning. The cause and effect of
this work will enhance themployee perceived organisational performance because the
motivation will get high when they compete against others (Kanfer p@9r6170). The
dominant motivair of power also enjoys status and recognition. In this concept, status
and recognition are an indicator of their work and achievement. They can be characterised
as wanting to win arguments. The satisfaction comes in the way they form their ideas
becausehtey believe in the strength and reliability of the outcomes. In the current study,
these three needs will be referred to as weihg. As regards to the above needs,
McClelland holds the view that all these needs may simultaneously be acting on an

individual, but in case addnentrepreneur, it is found to be dominating.

2.3.3The SCT and the NMTmplication inManagement

A research conducted by Ariani (201gp.7490), studied the impact of
supportive leadership and employee engagement on organisational citizenship behaviour
(OCB). His study was based on the application of the SCT model by situational resource
as supportive leadershigd survey was conducted using questiaires. Data was
collected from 252 employees in service organisations in Yogyakarta, Indonesia. The
structural equation modelling (SEM) was used to test the relationship between variables.
The result proved that supportive leadership and employee engagéad a direct
positive relationship with OCB and employee engagement mediated the relationship
between supportive leadership and OCB. This study was, however, covered only the
service organisations in Indonesia. The study suffered from the limitatidreiong
restricted to only one sector and does not comprehensively 