EMOTIONAL INTELLIGENCE AND JOB INVOLVEMENT AS

PREDICTORS OF ORGANIZATIONAL C1TIZENSH1P BEHAVIOUR

BY

UCHE ACHILLIS

U14/MSS/PSY/013

DEPARTMENT OF SOCIOLOGY/PSYCHOLOGY, FACULTY OF MANAGEMENT AND SOCIAL SCIENCES, GODFREY OKOYE

UNIVERSITY, ENUGU

JULY, 2018

2

TITLE PAGE

EMOTIONAL INTELLIGENCE AND JOB INVOLVEMENT AS

PREDICTORS OF ORGANIZATIONAL CITIZENSHIP

BEHAVIOUR

BY

UCHE ACHILLIS

U14/MSS/PSY/013

A RESEARCH PROJECT REPORT SUBMITTED TO THE

DEPARTMENT OF SOCIOLOGY/PSYCHOLOGY, FACULTY OF MANAGEMENT AND SOCIAL SCIENCES, GODFREY OKOYE UNIVERSITY, ENUGU IN PARTIAL FULFILMENT OF THE

REQUIREMENTS FOR THE AWARD OF BACHELOR OF SCIENCE

(B.SC) HONORS DEGREE IN PSYCHOLOGY

SUPERVISOR: MRS. ISIWU, P. L

JULY, 2018

3

APPROVAL PGE

This Project work has been approved as having met the requirement for the award of Bachelor of Sciences Degree (BSC) the department of Sociology/Psychology, Godfrey Okoye University Enugu State.

SIGNED:

____________________



_______________

MRS PRISCA ISIWU



DATE

PROJECT SUPERVISOR

_____________________



_______________

DR ALEX ANICHE



DATE

HEAD OF DEPARTMENT

_______________________
_______________

EXTERNAL EXERMINER
DATE

4

DEDICATION

This work is dedicated to God almighty, family, friends, who have been a source of inspiration to my life.

5

ACKNOWLEDGEMENT

First and foremost, praises and thanks to the God, the Almighty, for His showers of blessings throughout my research work to complete the research successfully.

I would like to express my sincere gratitude to my research supervisor Mrs. Prisca Isiwu for her guidance and patience that contributed to the successful completion of the research work. Also to Mr. Godwin Umeobi for contributing to the completion of the work.

6

	
	
	
	TABLE OF CONTENT
	
	
	

	Title Page -
	-
	-
	-
	-
	-
	-
	-
	-
	-
	-

	i
	
	
	
	
	
	
	
	
	
	

	Approval Page -
	-
	-
	-
	-
	-
	-
	-
	-
	-

	ii
	
	
	
	
	
	
	
	
	
	

	Dedication - -
	-
	-
	-
	-
	-
	-
	-
	-
	-

	iii
	
	
	
	
	
	
	
	
	
	

	Acknowledgement -
	-
	-
	-
	-
	-
	-
	-
	-

	iv
	
	
	
	
	
	
	
	
	
	

	Table of Content - -
	-
	-
	-
	-
	-
	-
	-
	-

	V
	
	
	
	
	
	
	
	
	
	

	Abstract -
	-
	-
	-
	-
	-
	-
	-
	-
	-
	-

	vi
	
	
	
	
	
	
	
	
	
	

	Certification -
	-
	-
	-
	-
	-
	-
	-
	-
	-

	vii
	
	
	
	
	
	
	
	
	
	

	CHAPTER ONE
	
	
	
	
	
	
	
	
	

	INTRODUCTION -
	-
	-
	-
	-
	-
	-
	-
	-

	1
	
	
	
	
	
	
	
	
	
	

	Statement of the problem -
	-
	-
	-
	-
	-
	-
	-

	8
	
	
	
	
	
	
	
	
	
	

	Purpose of the study 1-
	-
	-
	-
	-
	-
	-
	-
	-

	10
	
	
	
	
	
	
	
	
	
	

	Operational Definitions of significant terms -
	-
	-
	-
	-

	11
	
	
	
	
	
	
	
	
	
	


7

	CHAPTER TWO
	
	
	
	
	
	
	
	
	

	LITERATURE REVIEW -
	-
	-
	-
	-
	-
	-
	12

	Theoretical review 1-
	-
	-
	-
	-
	-
	-
	-
	12

	Empirical review - -
	-
	-
	-
	-
	-
	-
	-
	23

	Summary of literature review -
	-
	-
	-
	-
	-
	-
	29

	Hypothesis - -
	-
	-
	-
	-
	-
	-
	-
	-
	30


	CHAPTER THREE
	
	
	
	
	
	
	
	

	Research methodology -
	-
	-
	-
	-
	-
	-
	-
	31

	Participants -
	-
	-
	-
	-
	-
	-
	-
	-
	31

	Instruments --
	-
	-
	-
	-
	-
	-
	-
	-
	31

	Procedures - -
	-
	-
	-
	-
	-
	-
	-
	-
	33

	Design and statistics -
	-
	-
	-
	-
	-
	-
	-
	34

	CHAPTER FOUR
	
	
	
	
	
	
	
	

	Results --
	-
	-
	-
	-
	-
	-
	-
	-
	37

	Summary of findings -
	-
	-
	-
	-
	-
	-
	-
	37

	CHAPTER FIVE
	
	
	
	
	
	
	
	
	


Discussion of findings -
-

Implication of findings - -

Limitation of findings -
-



	-
	-
	-
	-
	-
	-
	38

	-
	-
	-
	-
	-
	-
	39

	-
	-
	-
	-
	-
	-
	40


8

	Suggestion for further research -
	-
	-
	-
	-
	-
	40

	Summary -  -
	-
	-
	-
	-
	-
	-
	-
	-
	41

	Conclusion --
	-
	-
	-
	-
	-
	-
	-
	-
	41

	REFERENCES -
	-
	-
	-
	-
	-
	-
	-
	-
	42

	APPENDICES
	
	
	
	
	
	
	
	
	

	Appendix A: Questionnaire for students-
	-
	-
	-
	-
	50

	Appendix B: Regression -
	-
	-
	-
	-
	-
	-
	53


9

ABSTRACT

The purpose of this study is to determine whether emotional intelligence and job involvement can predict organisational citizenship behavior- OCBI and OCBO among selected private sector organizations in Enugu Metropolis. A total of three hundred and seventy four (374) participants, 205 males and 169 females, ages 20-69 years (Mean= 35.14, S.D= 1.18) were involved in this study. They were selected using convenient sample method from PRODA, Emene, and INNOSSON Plastic Co., Emene. 146 out of the participants indicated that they were married, 190, single and 38 divorced. A structured questionnaire composing of four sections and three instruments were used for data collection with the first section eliciting demographic data from the participants. Workplace Emotional Intelligence Profile short version (WEIP-S), Job involvement Scale (JIS) and Organizational Citizenship Behavior Checklist (OCB-C) formed the subsequent sections of the questionnaire. The study was a cross-sectional study using the survey research approach. Multiple Regression analyses was used to test the hypotheses using the Statistical Package for the Social Sciences (SPSS v23). The emotional intelligence was found to make significant positive contribution in predicting organizational citizenship behaviour. It was also found that Job involvement made statistically significant contribution in predicting organizational citizenship behaviour.
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CHAPTER ONE

INTRODUCTION

The fact that every organization desires employees who will perform beyond their usual duties and expectations for organizational growth and sustainability cannot be considered baseless. Extra-role behaviors, which are behaviors that are not prescribed by job descriptions and may be similar across jobs, and serve the accomplishment of organizational goals is of considerable importance in an organization (Katz, 1964). Although defining specific roles for each job reduces human variability and increases predictability of the quality and quantity of the performance, individuals should be encouraged to engage in spontaneous and innovative behaviors that may help the organization to survive (Öztürk, 2010). Katz and Kahn (1966) stated that organizational well-functioning heavily depends on extra-role behaviors. Managers therefore need employees who do more than what is described in the work contract. Specifically speaking, what managers look out for is Organizational Citizenship Behaviors (OCBs) (Öztürk, 2010), which were explained by Organ (1988:4) as “discretionary behaviors, not directly or explicitly recognized by the formal reward system and that in aggregate promote the effective functioning of the organization”. Such discretionary behaviors which are not specified by role prescriptions are vital for achieving organizational goals (Öztürk, 2010). OCB which is employees’ voluntary performance of tasks or duties that are not part of those specified officially is of immense importance in any organization. OCBs are not within the role or range provided by job descriptions as it is not a clear employment contract and does not attract reward when exhibited nor attract express punishment when ignored (Gabriel, 2015).

As Katz (1964) identified, it is not possible for an organization to foresee all contingencies within its operations, or to anticipate environmental changes accurately, or
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to control human variability perfectly. Therefore, an organization which depends solely upon its blueprints of prescribed behavior for workers is a very fragile social system (Katz, 1964). Therefore, the necessary things for organizational survival and effectiveness is employees who contribute to organizational functioning by engaging in extra role behaviors such as assisting co-workers, avoiding frequent faultfinding, defending the organisation whenever occasion demands (Gabriel, 2015), helping a new co-worker or one that has heavy workload, voluntarily attending and actively participating in unit meetings, paying attention to self- development to become versatile and being flexible in terms of tasks that can be performed, and not complaining about petty problems (Öztürk, 2010).

Allen and Rush (1998) stated that organizational citizenship behaviors when aggregated over time and persons become important since they facilitate the accomplishment of organizational goals and enhance organizational performance; hence, it promotes the effective functioning of the organisation (Organ, 1998; Allen & Meyer, 1990; Bolino & Turnley, 2003; Shroudt & Wolfle, 2002; Shrrodt, Cawyer & Sanders, 2003).

The evolution of Organisational Citizenship Behaviour is traceable to Bateman and Organ (1983) who assigned the label of organisational citizenship behaviour to a type of behaviour Katz and Kahn referred to as spontaneous behaviour or extra – role behaviour (Van Dyne, Cummings & Parks, 1995); Civic organizational behaviour (Graham, 1991); Prosocial organizational behaviour (George, 1990, 1991); Organisational spontaneity (George & Johnes, 1997) and contextual performance (Borman & Motowildo, 1993, 1997).

Records from empirical research has shown that OCBs benefit the organizations in many ways such as customer satisfaction, quality and quantity of the service or
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product, sales performance, customer complaints, and revenue (Karambayya, 1990; Podsakoff & MacKenzie, 1994; MacKenzie, Podsakoff, & Ahearne, 1998; Walz & Niehoff, 1996; Koys, 2001; Podsakoff, Whiting, Podsakoff, & Blume, 2009; Öztürk, 2010). Podsakoff et al (2009) defined certain ways by which OCBs may affect organizational performance. These were organized by Öztürk (2010) as follow:

OCBs might enhance both coworker and managerial productivity. OCBs may also free up resources for more productive purposes and reduce the need to devote scarce resources to purely maintenance functions. Moreover, OCBs may serve as effective means of coordinating activities between team members and across work groups. OCBs may also enhance the organization’s ability to attract and retain the best people by making it a more attractive place to work. Additionally, OCBs may enhance the stability of organizational performance by reducing variability. Furthermore, OCBs may improve an organization’s ability to adapt to environmental changes. Lastly, OCBs may enhance organizational effectiveness by creating social capital. (2010:3).

Organisational citizenship behaviour is a multidimensional construct. Literature is saturated with plethora of organisational citizenship behaviour dimensions. For example, several researchers (Graham, 1986; Morrison, 1994; Smith, Organ & Near, 1983, Organ, 1988) posit that there are five dimensions: Altruism, Conscientiousness, Civic virtue, Courtesy; and Sportsmanship; whereas Podsakoff et al, (2009) developed seven dimensions: (1) Helping behaviour, (2) Sportsmanship, (3) Organisational Loyalty, (4) Organisational compliance, (5) Individual initiative, (6) Civic Virtue, and (7) Self Development. Williams and Anderson, (1991) simply divided organisational citizenship
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behaviours into OCBI- behaviours directed at individual members of the organisation and OCBO- behaviours directed at the organisation.

Since it is agreeable upon that even with all advancements in ICT and other machines and devices, workers in an organization are the main value creators in the organizations and the organizations’ success depends on their performance, it will be an important task for research to identify the variables that trigger workers’ commitment in OCBs. Therefore, the present study aims to discover the variables that influence engagement in OCBs in workers. Among numerous variables available, the present study concentrates on the recently thriving variable, Emotional intelligence and workers’ involvement in the job (Job Involvement) to see the influence these would have on OCBs-directed towards individual colleagues (OCBI) and towards the organization (OCBO).

Emotional Intelligence took its origin from the concept of Social Intelligence of Salovey (1990) who defined Emotional Intelligence as the sub set of Social Intelligence that involves the ability to monitor one’s own and other’s feelings and emotions, to discriminate among them and to use this information to guide one’s thinking and actions (James, Velayudhan & Gayatridevi, 2010). From the time of the publication of Goleman’s (1995) book, emotional intelligence (EI) has been a passionately debated topic. Some proponents of EI claim it can predict various work-related outcomes, including job performance (Bachman, Stein, Campbell, & Sitarenios, 2000) and turnover (Goleman, 1998). Also, there is accumulating evidence that EI abilities and traits influence organizational citizenship behavior (Daus & Ashkanasy, 2005; Van Rooy & Viswesvaran, 2004).

Even beyond cognitive intelligence, emotional intelligence is valuable to everyone in the organization. James et al (2010) opined that emotional Intelligence becomes a stronger predictor of task performance and Organizational Citizenship Behaviour directed
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to Organization (OCBO) as Cognitive Intelligence decreases. Employees with low Cognitive Intelligence perform tasks correctly and engage in Organizational Citizenship Behaviour directed to Organization frequently if they are Emotionally Intelligent (Cote & Miners, 2006).

Goleman (1995) identified the dimensions of Emotional Intelligence in the workplace which are Self-awareness, Self-management, Self-motivation, Empathy and Social skills. In a more recent work than the Goleman (1995), James et al (2010) organized the focus of Emotional Intelligence in the work place in two aspects: Self-mastery job capabilities such as self-confidence, initiative, trustworthiness and achievement drive that contribute to outstanding performance and Relationship-skills such as empathy, political awareness, leveraging diversity, team capabilities and leadership that result in effective organization.

Most of the organizations work on Emotional Intelligence for selecting adaptable employees and also for development of employees for team effectiveness which can lead to organizational effectiveness (James et al, 2010). The employee that is emotionally intelligent can keep up with a healthy relationship with other coworkers and this implies that developing emotional intelligence in workers may develop in them good citizens for the organization.

On the other part of this study is Job involvement which was first introduced by Lodahl and Kejner (1965) with a definition that it is the psychological identification of an individual with the work or importance of work in that individual’s self-image. Kanungo (1982) defined job involvement as psychological identification with a job. According to Nwibere (2014) job involvement is how people see their jobs as both a relationship with the working environment, the job itself and how their work and life are commingled. The foregoing definition implies that employees who are highly involved in their job will see
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work “as an important part of their self-concept” (Lawler & Hall, 1970), and that jobs “define one’s self-concept in a major way” (Kanungo, 1982).

According to Dubin (1956) job involvement is conceptualized as the degree to which the total job situation is a “central life interest”, that is, the degree to which it is perceived to be a major source for the satisfaction of important needs. Job involvement is a function of the satisfaction of eminent personal needs (Kanungo, 1982). Kanungo (1982) suggests a reformulation of the job Involvement construct to be viewed as a form of psychological identification enhanced by a cognitive or belief state.

According to Nwibere (2014), “the majority view is that job involvement has four different aspects and as such individuals are said to be job-involved when: firstly, work to them is a central life interest; secondly, when they actively participates in their job; thirdly, when they perceive performance as central to their self-esteem; and fourthly, when they perceive performance as consistent with their self-concept” (2014:324). There are a number of attitudes and behaviors that have been linked to job involvement; turnover or intent to leave (Baba & Jamal, 1991; Huselid & Day, 1991), job satisfaction (Gerpott, 1990; Patterson & O'Driscoll, 1990; Baba & Jamal, 1991; Mathieu & Farr, 1991) work performance, sense of achievement and unexplained absenteeism (Rabinowitz & Hall, 1977). Dimitriades (2007) in describing highly job involved individuals stated the following:

Highly job involved individuals generally seem to be satisfied with their jobs, to be in characteristic positive moods at work and to be highly committed to their employing organizations, their careers, and their professions. Moreover, job involved individuals believe that personal and organizational goals are compatible. (2007:476)
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Given that job involvement has been shown to be related to the various organisational outcomes listed above, it is assumed that it may also be related to or be a predictor of OCB. Chen and Chiu (2009) is in support of the foregoing in their suggestion that employees that have high degree of job involvement among all other things are also more likely to increase their self-respect through successful job performance and display of organizational beneficial behaviors even those behaviors beyond their main job roles as stipulated in their organizations blue print.

Statement of Problem

It is factual and evidence based to argue that high performing organisations rely heavily on employees who exceed their contractual duties to discharge official tasks successfully and that organisations could hardly survive or prosper without their members behaving as good citizens by engaging in all sorts of positive behaviours (Gabriel, 2015). The importance of good citizenship for organisations has made understanding of the nature and sources of OCB a high priority for organisational scholars (Organ, 1988) and remains so still (Gabriel, 2015). Prominent and current organisational researchers, including George and Brief (1992) have supported Organ’s argument regarding the importance of effectiveness of those behaviours he labeled as OCB (Gabriel, 2015).

Organisations in the present dispensation must as a matter of necessity boast of employees who are really citizens of the organization and can transcend their normal role assignment and perform other pro social behaviours here referred to as Organisational citizenship behaviour (OCB) in order to maintain an adaptive, robust, resourceful, flexible, responsive and rapid work environment (Gabriel, 2015) that will enhance workers’ performance and organizational growth.

Admitting that the work force (i.e. workers) is the most important element of organizations and the organizations’ success depends on the performance of this work
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force, identifying the variables that trigger engagement of organizations’ work force in OCBs is really reasonable. Some of the workers do not present with the capacity to engage in OCBs. You would usually hear from some workers, “this is not what I was called to do in this place” or “I know my work, am not responsible for that …” even at the expense of the organization’s progress. This therefore is the problem this present study is driven to solve. The drive then is to investigate the predictive stand of emotional intelligence and job involvement on organisational citizenship behavior (directed to individual colleagues and directed to the organization) in some selected private sector organizations in Enugu Metropolis.

Purpose of the Study

The purpose of this study in general term is to determine whether emotional intelligence and job involvement can predict organisational citizenship behavior- OCBI and OCBO among selected private sector organizations in Enugu Metropolis.

Specifically, the study will seek to determine whether:

Emotional intelligence would significantly predict OCB among staff of PRODA and INNOSSON Plastic Co. Emene.

Job involvement would significantly predict OCB among staff of PRODA and INNOSSON Plastic Co. Emene.

Operational Definition of Key Variables

Organizational Citizenship Behavior: This is a person's level of voluntary commitment within the organization or company that is not part of his or her contractual tasks. It is measured using the 20-Item Organizational Citizenship Behavior Checklist (OCB-C) by Fox and Spector (2011).

Emotional Intelligence: This is the level of one’s awareness of his/her own emotions, management of his/her own emotions, awareness of others’ emotions, and
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management of others’ emotions in the workplace measured using the four factor, 16 items Workplace Emotional Intelligence Profile short version (WEIP-S) by Jordan and Lawrence (2009).

Job Involvement: Job involvement is one’s psychological identification with a job assessed with a 10-item Kanungo (1982) Job involvement Scale (JIS).
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CHAPTER TWO

LITERATURE REVIEW

This chapter is made up of two sections namely, theoretical and empirical reviews of some relevant literatures to the present research.

THEORETICAL REVIEW

The following theories/models were reviewed under this section:

Organizational Citizenship Behavior Theories

Social Exchange Theory (Cropanzano & Mitchell, 2005)
Self-regulation Theory (Bolino, Harvey & Bachrach, 2012)
Models of Emotional Intelligence

Salovey’s and Mayer’s (1990) Four-Branch Model
Goleman’s (1998) Emotional Competence Framework
Bar-On’s (Bar-On, 2007) Emotional-Social Intelligence (ESI)
Job Involvement Theories

Expectancy Theory (Vroom, 1964),
Integrated Theory (Rabinowitz & Hall, 1977),
The Motivational Approach (Kanungo, 1982)
Organizational Citizenship Behavior Theories

Social Exchange Theory (Cropanzano & Mitchell, 2005)

According to Cropanzano and Mitchell (2005), social exchange theory (SET) is among the most influential conceptual paradigms for understanding workplace behavior. Social exchange theory grew out of the connection of economics, psychology and sociology; hence, it is also referred to as socio-psychological theory (Gabriel, 2015). Social exchange theory evolved from the work of sociologists. Unlike the economic exchange theory that features precise specifications of transactions and prevalence of
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extrinsic rewards, especially material gains; social exchange theory by contrast, is characterized by unspecified personal obligations and trust as well as intrinsic in conjunction with extrinsic rewards, thus occupying the middle ground between pure calculations of advantage and pure expression of love (Blau, 1994).

Exchange theory is a general theory concerned with understanding the exchange of material or non-material resources between individuals or groups in an interaction (Gabriel, 2015). The relationship in which a person or group acts in a certain way toward others in order to receive a reward (i.e., benefit or return) is called an exchange relationship (Homan, 1958; Blau, 1964). Homans, the initiator of the social exchange theory, expressed that this theory was developed to understand the social behavior of humans in economic undertakings. Social exchange theory poses that all human relationships are formed by the use of a subjective cost-benefit analysis and the comparison of alternatives (Gabriel, 2015). For example, when a person perceives the costs of a relationship as outweighing the perceived benefits, then the theory predicts that the person will choose to leave the relationship.

For social exchange theorists, when the costs and benefits are equal in a relationship, then that relationship is defined as equitable. The notion of equity is a core part of social exchange theory. Homan, (1958) outlined that social behaviour is an exchange of goods, material goods but also non-material ones, such as the symbols of approval or prestige. Persons that give much to others try to get much from them, and persons that get much from others are under pressure to give much to them. According to Blau, (1964) social exchange refers to relationships that entail unspecified future obligations. Like economic exchange, social exchange generates an expectation of some future return for contributions; however, unlike economic exchange, the exact nature of that return is unspecified.
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Blau, (1964) believes that individuals will enter into and maintain a relationship as long as they can satisfy their self-interests and at the same time ensure that the benefits outweigh the costs. An individual will seek to maximize his or her profits and minimize losses in interactions with others. In terms of continuing relationships, individuals will try to maintain those exchanges which have proven to be rewarding in the past, and break off those which proved to be more costly than rewarding, and to establish new relations which have a good chance of being more rewarding than costly (Gabriel, 2015).

This theory basically asserts that people develop attitudes toward other people and things in the context of anticipated personal benefits and costs to be derived from contact with them. Activities that generate net benefits will tend to be perceived positively, while those activities that do not are perceived as negative (Gabriel, 2015). The central idea of this theory is that the exchange of social and material resources is a fundamental form of human interaction (Ingoldsby & Smith, 1995). This theoretical perspective states that people are reward-seeking and punishment-avoiding creatures who attempt to maximize individual well-being in all situations. Based on this theory, social relationships are considered as “markets” in which individuals act out of self-interest with the goal of maximizing profits (Sabatelli & Sheehan, 1993).

As Searle (1990) argued, social exchange theory can provide a model for understanding individual behaviour in participation. In this regard this study was designed for explaining participation of people in OCBs based on model suggested by Searl (1990) and it is depending on four main elements: (1) reciprocation (every transfer from one person to another involves the expectation of return); (2) justice principle (there should be a norm of fairness governing behavior; that is to say, the exchange must be viewed as fair when compared in the context of a wider network); (3) maximizing benefits and minimizes cost (human relationships are formed by the use of a subjective cost-benefit
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analysis and the comparison of alternatives), and (4) voluntarily joining (individuals engage in organized activities pursuits to satisfy a need and not out of coercion).

Drawing from the foregoing, Social exchange refers to voluntary actions of individuals that are motivated by the returns they are expected to bring and typically do in fact bring to others (Blau, 1964). Social exchange entails unspecified obligations, did not specify the exact nature of future return for contributions, is based on individual’s trusting that the exchange parties will fairly discharge their obligations in the long run, and allows exchange parties reciprocate through discretionary, extra-role acts (Konovsky & Pugh, 1994; Moorman, 1991; Niehoff & Moorman, 1993).

To reciprocate the support from the organisation, the employee may reciprocate via job performance, but such performance may be limited up to a certain extent only since organisation has strict contracts; thus, the exchange that takes place will be more of an ambiguity thus allowing discretionary acts to be carried out by employees (Gabriel, 2015). OCB, from a social exchange theory standpoint, becomes an outlet for these positive feelings.

Self-regulation Theory (Bolino, Harvey & Bachrach, 2012)

Bolino, Harvey, and Bachrach (2012) argued that SET cannot sufficiently explain the cognitive, affective and unconscious processes that underlie the dynamic nature of OCB. To encounter this, Bolino et al. (2012) developed a theoretical framework with an explicit focus on the intra-individual development in OCB. They conceptualized engagement in OCB as an ongoing process that is highly influenced by employees’ self-concept orientations. Self-concepts refers to schemas containing individual’s perceptions about their attributes, social roles, and goals. These self-concepts can vary in their orientation, as individuals tend to think of themselves as autonomous individuals (i.e., individual orientation), in relationships with others (i.e., relational orientation) or as a part
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of a larger group (i.e., collectivistic orientation). These orientations can be more or less trait-like (i.e., chronic orientation) or triggered by situational cues (i.e., working orientation). Chronic orientations can be seen as relatively stable, with a gradual development over time, while working orientations can be seen as temporally activated self-concepts, causing fluctuating changes in the individual’s motivation to engage OCB (Kvitne, 2015).

Bolino et al. (2012) argue that self-concept orientations implicitly affect individual development in OCB, as they highly affect what types of citizenship behaviors individuals engage in, when they decide to perform them and when they decide to modify their behavior. For example, they propose that employees with an individual self-concept orientation (i.e., either working or chronic) will be motivated to engage in OCB because of impression management motives, using OCB as a form of leverage to get what they want. Employees with a relational self-concept orientation will be more motivated by prosocial motives and will, therefore, engage more in OCB directed at other individuals in the organization. Based on feedback from their organizational environment, choices are made, planned, executed and evaluated in cycles over days, months or even years. These cycles will lead to both short-term fluctuations and long-term development in self-concept orientations, and thus also cause a development in the motivation for and engagement in OCB (Bolino et al., 2012, Kvitne, 2015).

The benefit of the self-regulation approach to OCB according to Kvitne (2015) is that it explicitly focus on intra-individual development (i.e., chronic and working self-concepts) and why individuals might vary in this development (i.e., different self-orientations).
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Models of Emotional Intelligence

According to Zeidner, Matthews, Roberts, and MacCann (2003), because emotional intelligence was subsumed from the overarching intelligence construct, there are various definitions, explanations, and models of EI. Because of the differences in operationalization and definitions, emotional intelligence has historically been divided into two major conceptual models: ability-based and mixed-method models (Caruso, Mayer, & Salovey, 2002; Chiva & Alegre, 2008; Gantt & Agazarian, 2004; Holt & Jones, 2005). The ability-based model has typically been associated with the works of Salovey and Mayer (1997), while the mixed-method models have been associated with Goleman (1995) and Bar-On (2007). According to the, Encyclopedia of Applied Psychology (as cited by Bar-On, 2005), three main models of emotional intelligence have been recognized:

The Salovey and Mayer model;

The Goleman model; and

The Bar-On model.

The following sections provide a rich explanation of the primary theories and models encompassing emotional intelligence.

Differentiating Ability-Based and Mixed-Method Models

Before discussing the individual models of Salovey and Mayer, Goleman, and Bar-On, an explanation of the two primary conceptual models is needed. According to Dulewicz and Higgs (2000), the EI construct “addresses individual traits, values, and behaviours”. According to Goleman (1995), EI is a competency and a developable trait. Bar-On (1997) said EI included capabilities, competencies, and skills. According to Salovey and Mayer (1990), EI is based on abilities. More succinctly stated by Weinberger (2002), ability-based models put greater parameters around the construct, including
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narrower definitions, while excluding personality characteristics. According to Weinberger (2002), mixed-method models tend to follow a more socio-emotional approach and focus on personality characteristics. The following sections will further discuss the similarities and differences of the ability-based and mixed-method models, while addressing the three primary theorists’ models.

Ability-Based Model

Salovey’s and Mayer’s Four-Branch Model

EI has taken “literatures that are often left less integrated” (Salovey & Mayer, 1990), like emotion and intelligence, and blended them into a heuristic construct (Salovey & Mayer, 1990). According to Mayer and Salovey (1993), they could have chosen the label “emotional competence” over emotional intelligence, “but we chose intelligence in order to link our framework to a historical literature on intelligence”. Salovey’s and Mayer’s (1990) research subsumed Gardner’s personal intelligence in the definition of emotional intelligence when they designed the first framework for emotional intelligence, saying it was a “type of social intelligence”. According to Goleman (1995), as the framers of emotional intelligence, Salovey and Mayer (1990) have taken a wider view of the overarching construct of intelligence because life’s success is predicated on more than IQ. To Mayer and Salovey (1993), EI involves intellectual processing and mental aptitude, and mental abilities cannot be divorced from intellect.

According to Mayer and Salovey (1993), while they have been criticized for “connecting emotion and intelligence”, an imperfect line between personality and intelligence exists. According to their prescribed definition, emotional intelligence “involves the ability to monitor one’s own and others’ feelings and emotions, to discriminate among them and to use this information to guide one’s thinking and actions” (Salovey & Mayer, 1990). As an example, exhibiting an extraversion personality trait is
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the result of a social skill or a “behavioral preference rather than an ability”. However, being able to discern the feelings of another person, in contrast, “is a mental ability”. Therefore, according to Salovey and Mayer (1990), EI is an ability and a type of intelligence.

Prior to developing their four-branch model, Salovey and Mayer (1990) created an initial conceptualization of EI, which involved three primary abilities:

Appraisal and expression of emotion;

Regulation of emotion; and

Utilization of emotion.

Appraisal and expression of emotion involves the ability to discern and express emotion in self and others, as well as using verbal and non-verbal language (Salovey & Mayer, 1990). Empathy, or “comprehending another’s feelings and to re-experience them oneself” (Salovey & Mayer, 1990), is a critical piece of EI and involves appraising the emotion of others. Regulating emotion involves the ability to understand a wide range of emotions, including why emotions are felt and avoided, and the ability to “regulate and alter the affective reactions of others” (Salovey & Mayer, 1990). While the ability-based model is generally void of personality characteristics, Salovey and Mayer (1997) said their initial definition (Salovey & Mayer, 1990) of EI could be viewed more as a mixed-model. As Salovey and Mayer continued to explore and develop EI, they expanded their initial conceptualization of EI into a more formalized four-branch model.

Salovey’s and Mayer’s (1997) updated definition of EI, which involved the “abilities to perceive, appraise, and express emotion; to access and/or generate 30 feelings when they facilitate thought; to understand emotion and emotional knowledge; and to regulate emotions to promote emotional and intellectual growth”, included four unique
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abilities, which Salovey and Mayer referred to as branches. According to Salovey and

Mayer (1997), the four branches are:

Identifying emotions;

Utilization of emotion;

Understanding emotion; and

Managing emotion.

Branch one, identifying emotions, involves the ability to identify and express emotions accurately, or being able to discern between authentic and disingenuous emotions (Salovey & Mayer, 1997). Branch two, using emotions, involves the ability to create emotions that help in the decision-making process, understanding multiple points of view, and solving problems through a wide-variety of emotions (i. e., happiness can help generate creative ideas) (Salovey & Mayer, 1997). The ability to understand emotions, as discussed in branch three, involves the ability to understand the journey emotions take and to be able to understand the causes of emotions (Salovey & Mayer, 1997). The final branch, the ability to manage emotions, involves the ability to maintain self-awareness in the midst of unpleasant emotions and to solve emotional problems without suppressing emotions that are negative in nature (Salovey & Mayer, 1997).

According to Zeidner et al. (2003), Salovey’s and Mayer’s four-branch model has been called the most “scientifically rigorous model of EI”. According to Weinberger (2002), Salovey and Mayer “are the only researchers to put forward a more limited view of emotional intelligence, within the ‘ability model’ framework”. Abilities-based models put greater parameters around emotional intelligence, including narrow definitions, and exclude many personality characteristics included in the mixed-models (Weinberger, 2002), which, according to Zeidner et al. (2003), create limitations with the model. Zeidner et al. (2003) said that because of the correspondences between emotional
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intelligence elements and temperament constructs like neuroticism and extraversion, a mixed-model is more applicable to the framework of emotional intelligence because of its greater focus on personality-like dimensions (Zeidner et al., 2003), which the ability-based model discounts.

Mixed-Models

Goleman’s Emotional Competence Framework

One of the earliest proponents of the emotional intelligence mixed-model was Goleman (Weinberger, 2002). According to Weinberger (2002), through Goleman’s study within the fields of psychology and neuroscience, he described emotional intelligence as a set of traits, which culminated into an individual’s character. According to Boyatzis (2008), “Goleman’s synthesis introduced the physiological level of this model by relating findings from neuroscience, biology, and medical studies to psychological states and resulting behavior”. Goleman (1998) defined emotional intelligence as “the capacity for recognizing our own feelings and those of others, for motivating ourselves, and for managing emotions well in ourselves and in our relationships”. While Goleman’s (1995) seminal book titled, Emotional Intelligence, laid a solid foundation for his EI theory, Goleman’s (1998) book titled, working with Emotional Intelligence, provided his full EI framework.

Goleman’s (1998) framework primarily focused on self-awareness, self-management, social awareness, and social (relationship) management. According to Momeni (2009), Goleman’s framework placed heavy emphasis on social relationships. According to Goleman (1998), the competencies that determine how to handle oneself are:

Self-awareness, or knowing and recognizing individual emotions;

Self-regulation, which involves managing individual emotions; and
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Motivation, which involves self-motivation and the drive for achievement. The final two competencies that determine how to handle others (i. e., relationships) are:

Empathy, or the awareness of others’ emotions and feelings; and

Social skills, which involve managing others’ emotions (Goleman, 1998). Singh (2007) summarized Goleman’s thoughts on emotional intelligence, saying it

was about self-awareness of internal feelings, self-motivation, self-creativity, and effective relationship management. According to Goleman (1995), individuals operate with two brains, creating two different intelligences, the rational and the emotional. Individual life is determinate by both brains and both intelligences (Goleman, 1995). A proper balance of intellect (rational) and emotion impacts individual and career progression (Goleman, 1995). According to Dulewicz and Higgs (2000), Goleman believed that people who had a healthy mix of both IQ and emotional intelligence tended to be more successful in life.

According to Pfeiffer (2001), Goleman’s writings may be viewed as too broad and general in nature; however, according to Boyatzis (2008), because Goleman’s concept of emotional intelligence is more holistic in nature and more integrated in personality and relationships, it is a better framework for addressing EI than Salovey’s and Mayer’s model.

Bar-On’s Emotional-Social Intelligence (ESI)

Model Bar-On’s Emotional-Social Intelligence (ESI) model is composed of two primary parts: (Part I) theory and (Part II) psychometric (Bar-On, 2007).

The theory portion provides a conceptualization, or context, to the ESI model; the psychometric portion of the model, represented by Bar-On’s EQ-I (emotional quotient inventory) assessment, provides the ability to measure ESI (Bar-On, 2007).
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According to Bar-On (2005), “emotional-social intelligence is a cross-section of interrelated emotional and social competencies, skills and facilitators that determine how well we understand and express ourselves, understand others and relate with them, and cope with daily demands”. Emotional-social intelligence, according to Bar-On (2007), was about clearly understanding oneself, expressing oneself, understanding others, relating to others, and effectively dealing with the pressures of daily life, including problems and unexpected changes. Bar-On’s (2005) ESI model was first and foremost based on “one’s intrapersonal ability to be aware of oneself, to understand one’s strengths and weaknesses, and to express one’s feelings and thoughts non-destructively”. The interpersonal level of Bar-On’s (2005) model involves the ability to discern others’ emotions, their needs, their feelings, and the ability to build and maintain healthy relationships. At its core, ESI is about emotions working for, rather than against people (Bar-On, 2005).

Job Involvement Theories

Expectancy Theory (Vroom, 1964)

Expectancy Theory of Vroom (1964) suggests that administrators should make good use of personal expectancy to inspire employees. This is based on the rudimentary concept that inclination for an individual's action is determined by possible expected results and the relationship between the results and the action adopted. To take a different approach, job involvement for an employee is determined by his/her expectancy level, which results in incentives for action. The results of this interaction are displayed in Figure 1. If expectations are lower than the inducement provided by the organization, job Involvement will increase. On the other hand, when expectations are higher than the inducement provided by the organization then job involvement will decrease (Akhtar & Singh, 2010).
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Figure 1:
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Figure1: The Expectancy Theory Model of Vroom (1964).

Integrated Theory Model (Rabinowitz & Hall, 1977)

Rabinowitz and Hall (1977) reviewed and integrated previous research in this

field and used this basis to develop three major conceptualizations. For Rabinowitz and

Hall  (1977),
job  involvement
is  related  to  three  classes  of  working  variables,  the

dispositional, approach held by the individual, the situational determined approach held

and the influence of the interaction between these approaches. In this model no single

class of variables shows a stronger relationship to job involvement than any other. That is,

dispositional and situational variables are abutting equally important in explaining job

involvement (Rebinowitz & Hall, 1977). The integrated theory model of job involvement

is depicted in Figure 2 below.

Figure 2:
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Figure 2: The Job Involvement Theory Model of Rabinowitz and Hall (1977).

In the dispositional approach, job involvement in viewed as dependent on individual personalities. The influence Exerted by some stable personal characteristics such as age, gender, marital status, external and internal control features, job seniority, dwelling locations, the intensity of high-level work demands in terms of time and responsibility, and the Protestant work ethic will ensure individuals hold different work

32

attitudes and behaviors (Akhtar & Singh, 2010). Two such work attitudes are job involvement and job satisfaction. The individual is thought to own a certain amount of desire or value, and the demand or value will drive them to work harder or impede them from job involvement (Sekaran & Mowday, 1981).

Job involvement is also a personal characteristic, and thus it is never changed easily within an organization (Rabinowitz & Hall, 1977). In a situation-determined approach, Rabinowitz and Hall (1977) job involvement can be viewed as the personal attitude towards the particular job. In this conceptualization, job involvement will be affected by leadership style, the opportunities the individual has to be involved in decision-making, social factors, job features and other conditional influences. Values are thus internalized with job attitude.

The interaction between disposition and situational approaches is labeled the dispositional situation. In this approach, personal characteristics and the environment in interaction are used to explain personal work attitudes and behaviors (Akhtar & Singh, 2010). When personal characteristics and the situation reach congruence, the individual will develop high job involvement.

Motivational Approach (Kanungo, 1982)

The motivational approach of Kanungo (1979, 1982) integrates the different approaches to job involvement, including both psychological and sociological factors, using the basic concept that job involvement is affected by the potential for personal socialization experience and the likelihood that the work environment can satisfy personal demand.

Kanungo (1979, 1982) hypothesizes that employee perceptions concerning a job's potential to satisfy their needs their needs represents a more proximal influence on job involvement. Kanungo contends that individuals develop beliefs that a job's context
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potentially provides an opportunity for them to satisfy their most important future needs. Consequently, job involvement depends on employees' needs (both extrinsic and intrinsic), as well as their perceptions of the job's potential to satisfy those needs (Akhtar & Singh, 2010).

Emotional intelligence and Organizational Citizenship behavior

Mayer and Salovey (1997) defined emotional intelligence as an individual's ability to perceive, express, understand and regulate emotional responses both internally and in others. An employee with high emotional intelligence is able to respond appropriately to workplace stress and to the emotional behavior of his or her coworkers. These abilities are anticipated to greatly enhance OCBs. Moreover, research has already shown that emotional intelligence leads to high job performance (Bar-On, Handley & Fund, 2006; Druskat, Sala & Mount, 2006), long-term mental health (Ciarrochi & Godsell, 2006), better outcomes in work groups and leadership qualities (Lopes, Cote & Salovey, 2006), and organizational success (Mount, 2006).

In the context of the emerging ‘affective revolution’ in social and organizational psychology (Barsade & Gibson, 2007), Emotional intelligence (EI) is proposed as an important predictor of key organizational outcomes including OCBs and job performance and satisfaction (Daus & Ashkanasy, 2005; Van Rooy & Viswesvaran, 2004). Mikolajczak, Nelis, Hansenne, and Quoidbad (2008) reported that trait EI helps in moderating the effects of unfair treatment or organisational injustice on individuals’ OCB on the ground that individuals with high trait EI would have the ability to appraise the situation, their resources, process the emotional information arising from organisational injustice or unfair treatment and select adaptive coping strategies rather than use maladaptive coping strategies to deal with the negative events.
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Mayer et al. (2000b) suggested that individuals who are high in EI are expert at identifying, and responding appropriately to, the emotions of coworkers, customers, and superiors. For example, high EI employees may not complain about undesirable circumstances if they perceive that a superior is feeling tense, or they may offer assistance or encouragement if they sense that a coworker is frustrated. High EI employees are also likely to be empathetic (Ciarocchi et al., 2000) and, therefore, may be able to adopt the organization’s perspective and act in a manner that will benefit the organization (Abraham, 1999). Mayer et al. (2000b) proposed that employees who are high in EI may have smoother interactions with members of their work teams, and may be better able to monitor how one’s work group members are feeling and take the appropriate action.

Emotional Intelligence is even a make up for decrease in cognitive intelligence in the organizational setting. Cote and Miners (2006) opined that Emotional Intelligence becomes a stronger predictor of task performance and Organizational Citizenship Behaviour directed to Organization (OCBO) as Cognitive Intelligence decreases. This implies that employees with low Cognitive Intelligence perform tasks correctly and engage in Organizational Citizenship Behaviour directed to Organization frequently if they are Emotionally Intelligent (Cote & Miners, 2006).

Job Involvement and Organizational Citizenship Behavior

Job involvement in is the degree to which a person identifies himself with his job, actively participates in it and considers his or her perceived performance level important to self-worth (Blau & Boal, 1987).Employees with a high level of job involvement strongly identify with and care about the kind of work they do (Gilkar & Darzi, 2012). Lodahl and Kejner (1965) labeled it as “the degree to which a person’s work performance affects his self-esteem”. High levels of job involvement have been found to be related to fewer absences and lower resignation rates i.e., the job holder reacts to the work itself by
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attending regularly or being absent, or by quitting (Boal & Cidami, 1984; Blau, 1986). A job involved person appears to be one for whom work is very important part of life and who is affected personally by his whole job situation; the work itself, his co-workers, the organization etc (Blau & Boal, 1987). This is an implication for OCBs in that his concern for his work, co-workers and the organization can pull him to some extra role behavior. An employee that is involved in his job/work expects his work to be intrinsically rewarding because he thinks work provides him the opportunity for self-expression (Kanungo et al, 1975), while a non-involved employee does living off the job. It is believed that job involvement increases as a result of satisfying job experiences, more involved a person more effort he will exert on the job (Blau & Boal, 1987). Management style that encourages employee involvement can help to satisfy employee desire for empowerment.

Emotional Intelligence at the workplace

Organizations dispose of a variety of mechanisms to neutralize emotions at the workplace. These mechanisms aim to either prevent emotions from arising in the first place or to "safety" control those emotions that arise; work groups with higher EI appear to have the necessary criteria to be productive from the outset (Goleman, 1995). Therefore, it appears that it is in the organization’s best interest to ensure that positive levels of EI are displayed in both individual and team work settings.

According to Goleman's research on EI, vis-à-vis the leadership style of executives, close to 90 per cent of their leadership success was attributable to emotional intelligence. Managers who use emotional intelligence can ameliorate stress related to job insecurity and also help to reference the situation so that it positively impacts employee performance. Maintaining healthy and productive relationships between employees and the organization can be a high leverage influence. When managers seek to continue a
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spirit of shared goals with employees, they become quite convincing, which is in the best interest of the employee to remain a part of the team.

Emotional quotient also helps one to cope with stressful organizational solutions. Stress management, therefore, largely depends upon striking an emotional balance between a potential stress condition and the person's reaction to it. Only professionals with a higher degree of emotional quotient can develop such an effective support system.

Given the value of the personal and organizational effectiveness of EI based capacities, organizations need to hire for emotional intelligence along with whatever other technical skills or business expertise they are seeking. Some of the ways in which emotional intelligence assists us in our work based upon the four branch theory of emotional intelligence are:

Identifying Emotions: One needs to be aware of his/her own feelings and emotions so that he/she is not blinded by his/her emotions. Being aware of others’ emotions is a key to working with people.
Using Emotions: Creative ideas can come from one's ability to generate a mood or an emotion. Feeling for other people, having empathy may be based in part upon your ability to generate a feeling that other people feel.
Understanding Emotions: Know what motivates people; understand other people's points of view; understand and handle team interactions
Managing Emotions: Stay aware of your emotions, which have valuable information, and use them to solve problems; take a feeling of sadness, find out why you have been disappointed, and solve the problem; take a feeling of anger, find out why you are frustrated, and solve the problems; and take a feeling of anxiety, find out why you are worried, and solve the problem take a feeling of job, find out why you are happy, and do it again.
37

Emotional intelligence forcefully impacts one's work life in many ways:

EQ in sales, administration, customer service and management stimulates motivation, reduces stress, improves communication and enhances decision making.
EQ positively impacts one's ability to sustain both physical and mental health.
EQ is a primary factor in healthy ageing, permitting long life and wellness.
EQ helps in the identification and expression of one's feelings.
EQ allows one to address fears using reasons, rather than avoiding them or allowing them to paralyze him.
Because of high EQ one can empathize with others' feelings, acknowledge them, and seek to soothe them.
Research has identified the potential of emotional intelligence to predict a range of interpersonal qualities in the workplace that may contribute to successful organizational change.
EMPIRICAL REVIEW

Chughtai (2008) in a study with 208 teachers (64% males and 34% females) examined the impact of job involvement on the self-report measures of in-role job performance and organizational citizenship behaviour. The results of this study revealed that job involvement was positively correlated with both in-role job performance (r = 0.30, p<0.01) and OCB (r = 0.43, p<0.01). In addition to this it was found that organizational commitment partially mediated the job involvement performance relationship. Furthermore the findings uncovered that job involvement exerted a stronger impact on OCB than on in-role performance. This imply that job involvement predicted organizational citizenship behavior even more that it does to in-role job performance.
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Saxena and Saxena (2014) studied 150 employees of both service and manufacturing sector with the help of questionnaire with the aim of finding out the relationship between job involvement, organizational commitment and organizational citizenship behavior and also to see if there is any impact of job involvement and organizational commitment on Organizational citizenship behavior among service and manufacturing sector employees. Job involvement and organizational commitment were taken as independent variables and Organizational citizenship behavior as dependent variable. Multiple regression was applied with the help of SPSS. The result indicated that there is a significant impact of independent variables on dependent variables, that is, there is a significant impact of Job involvement and Organizational commitment on OCB.

Ying and Ting (2013) examined the effects of emotional intelligence on counterproductive work behaviors and organizational citizenship behaviors. The total number of 285 participated in the study. Most of the respondents are between 21 to 30 years. Respondents with age 21-30 was the highest among others with 44.2%, followed by 31-40 years, which is 32.6 % and the lowest would be 6.3% aged 51years and above. There were 156 (54.7%) male and 129 (45.3%) female participants. Next, the third demographic is length of current service. The highest percentage of employees had 1 to 5 years (35.4%) while the lowest percent in working experience is 17.9% which are more than 10 years and the respondents is 51 respondents. The empirical evidence of the Model 2 of the study depicts a significantly positive relationship between EI and OCB. The value of R2 and the value of F-statistics (88.026) confirm a strong explanatory power of the model. This finding indicates that employees with high levels of emotional intelligence have a higher level of OCBs. In other words, Emotional intelligence is positively related to OCB.
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Bighami, Soltani, and Abdi (2013) in a study tested the extent to which the emotional intelligence (EI), job satisfaction (JS) and organizational citizenship behavior (OCB) and their dimensions are related. Also it was tested that whether job satisfaction mediates personality effects (Emotional Intelligence) on organizational citizenship behavior. A questionnaire survey was carried out to explore these relations at the Islamic Azad University of Tehran, South Branch. Participants to this study were 187 employees who completed the Wong Law Emotional Intelligence Scale, Blazer Job Satisfaction Scale and Podsakoff Organizational citizenship behavior Scale. Some basic socio-demographic questions were included too. Results indicated that emotional intelligence affects both job satisfaction and organizational citizenship behavior; and job satisfaction affects organizational citizenship behavior significantly. Using structural equation modeling (SEM), it was cleared that job satisfaction mediates the effects of emotional intelligence on organizational citizenship behavior partially. Among the four EI dimensions, "self-emotional appraisal", "other’s emotional appraisal" and "use of emotion" were significant independent predictors of job satisfaction and all the four EI dimensions were significant independent predictors of OCB. The relations among emotional intelligence, job satisfaction and organizational citizenship behavior have been analyzed simultaneously. Job satisfaction was found to be a mediator between emotional intelligence and organizational citizenship behavior. Emotional intelligence dimensions have significant relation with some aspects of job satisfaction and some dimensions of organizational citizenship behavior. (Bighami et al, 2013).

James, Velayudhan, and Gayatridevi (2010) Carried out a study and assessed the relationship between Organizational Citizenship Behaviour and Emotional Intelligence of corporate executives. The sample of the study were 60 executives selected from the executive’s list of The ROOTS Industries, Coimbatore and it was divided into two groups
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based on the level of Authority. The tools used for the assessment were The Organizational Citizenship Behaviour Questionnaire developed by Chaitaniya and Tripathi and Emotional Intelligence Questionnaire developed by Shanker and Sayeed. The results indicated that Organizational Citizenship Behaviour is positively correlated with Emotional Intelligence. However, they also found that there was a significant difference between Executives with Higher and Lower Authority in Civic-Virtue, Courtesy, Self-confidence, Personal Fulfillment, Empathy, Anxiety and Stress and Assertiveness. (James et al, 2010).

Animasahuni and Aremu (2017) studied Personnel of Nigeria Security and Civil Defense Corps (NSCDC) in Southwestern Nigeria. The study, investigated the predictive estimates of psycho-socio-personal variables (creativity, leadership behaviour, social innovation, social intelligence, religiosity, age, job tenure, marital status, gender, educational level, organizational tenure and job cadre) on OCB among personnel of the NSCDC in the Southwest, Nigeria. The Social Exchange Theory provided the study framework, while descriptive survey design of the ex-post facto type was adopted. Using multistage sampling technique, a random sample of 1,696 personnel (966 males) was selected from 24 divisional offices (DOs) of the NSCDC. The DOs were randomly selected from the three area commands and three state commands respectively in Ogun

(5), Osun (10) and Oyo (9) made up of officers and men. Data were analyzed using Pearson product moment correlation and multiple regressions at 0.05 level of significance. The OCB of NSCDC personnel correlated positively with leadership behaviour (r=.648), social intelligence (r=.339), social innovation (r=.548) and job cadre (r=.062). There was a significant joint prediction of the independent variables on OCB. (Animasahuni & Aremu, 2017).
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SUMMARY OF LITERATURE REVIEW

OCBs according to the literatures reviewed are explained by Social exchange theory and Self-regulation theory. Social exchange theory provided reason for people engaging in OCBs as being a reciprocation or responsorial act to the fairness perceived and good behavior of co-workers and the organizational management. On the other hand, Self-regulation theory held that what cause people to engage in OCBs have to do with self-orientation and self-concept. Studies reviewed showed relationship between OCB and emotional intelligence and job involvement.

RESEARCH HYPOTHESES

Emotional intelligence will be a significant predictor of OCB among the staff of PRODA and INNOSSON Plastic Co. Emene.

Job involvement will be a significant predictor of OCB among the staff of PRODA and INNOSSON Plastic Co. Emene.
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CHAPTER THREE

METHOD

Participants

A total of three hundred and seventy four (374) participants, 205 males and 169 females, ages 20-69 years (Mean= 35.14, S.D= 1.18) were involved in this study. They were selected using convenient sample method from PRODA, Emene, and INNOSSON Plastic Co., Emene. 146 out of the participants indicated that they were married, 190, single and 38 divorced.

Instruments

A structured questionnaire composing of four sections and three instruments were used for data collection with the first section eliciting demographic data from the participants. Workplace Emotional Intelligence Profile short version (WEIP-S), Job involvement Scale (JIS) and Organizational Citizenship Behavior Checklist (OCB-C) formed the subsequent sections of the questionnaire.

Organizational Citizenship Behavior Checklist (OCB-C): This is a 20-Item instrument measuring OCB directed to individuals co-workers (OCB-I) and OCB directed towards the organization (OCB-O) by Fox and Spector (2011). The OCB-C uses a 5-point frequency scale ranging from 1 = Never to 5 = every day. Scores are computed by summing responses across items. A total score is the sum of responses to all items. Subscale scores are the sum of items within each subscale. Internal consistency reliability (coefficient alpha) was found to be .97 for the total scale, .92 for OCBO and .91 for OCBP (Fox, Spector, Goh, Bruursema, & Kessler, 2009).

Workplace Emotional Intelligence Profile short version (WEIP-S): Workplace Emotional Intelligence Profile short version (WEIP-S) is 16-items Emotional Intelligence inventory specific for the workplace. It was developed by Jordan and Lawrence (2009).
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The WEIP-S was developed measuring four factors (four items each): Awareness of own emotions, Management of own emotions, Awareness of others’ emotions, and Management of others’ emotions on a 7-point response scale from strongly disagree to strongly agree (Jordan & Lawrence, 2009). Cronbach alpha reliability coefficient for the WEIP-S is .80 and for the factors were .85 for Awareness of own emotions, .77 for Management of own emotions, .81 for Awareness of others’ emotions, and .81 for Management of others’ emotions.

Job involvement Scale (JIS): Job involvement Scale (JIS) is a 10-item scale by Kanungo (1982). This scale measures job involvement on a five-point Likert scale with responses ranging from “Strongly disagree” (1) to “Strongly agree”(5). Kanungo (1982) found this scale to have a Cronbach Alpha coefficient of 0.81, which indicates a reasonably high level of internal consistency, and therefore a reasonably high level of reliability and construct validity.

Procedure

A total of four hundred (400) copies of the study instrument were distributed to staff of the companies (PRODA AND INNOSSON). The participants were met in their place of work. They were oriented on the aim of the study and rapport was achieved with the participants by assuring them that the exercise is purely academic and that their response is to be treated confidentially. Thereafter, those that willingly agreed to participate were given the instrument. Out of the 400 questionnaire that were administered, 382 were collected and 374 were validly completed. It is also important to note that they received no monetary reward for participating in the study; the researcher just appreciated the participants in groups after their completion of the instruments.
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Design/Statistics

The study was a cross-sectional study using the survey research approach. Multiple Regression analyses was used to test the hypotheses using the Statistical Package for the Social Sciences (SPSS v23).
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CHAPTER FOUR

RESULT

The data obtained for this present study were cross checked for accuracy. In testing for emotional intelligence and job involvement as predictors of Organizational Citizenship Behavior, the data obtained from the participants were analysed by computing the means, standard deviations and correlations among the variables of study as well as the demographic variables. Also a regression analysis was ran to see how emotional intelligence and job involvement predicted Organizational Citizenship Behavior.

Table 1: Means, standard deviations, and correlations among the study variables

	
	Variable
	M
	SD
	1
	2
	3
	4
	5
	6

	
	
	
	
	
	
	
	
	
	

	1
	CITIZENSHIP BEHAVIOUR
	64.38
	13.53
	_
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	2
	GENDER
	1.45
	.49
	.15
	_
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	3
	AGE
	2.09
	1.18
	.06
	.08
	_
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	4
	MARITAL STATUS
	1.59
	.67
	-.05
	.10
	.71
	_
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	5
	EDUCATIONAL LEVEL
	3.80
	1.07
	.00
	.12
	.53
	.38
	_
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	6
	EMOTIONAL INTELLIGENCE
	78.65
	17.31
	.49
	.06
	-.10
	-.15
	-.15
	_

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	7
	JOB INVOLVEMENT
	36.56
	6.98
	.32
	.06
	.13
	.23
	-.08
	.37

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	


Correlation result indicated that among all the variables gender (r = .15, p <.01), Emotional intelligence (r = .49, p <.001) and job involvement (r = .32, p <.001) were significantly positively related to organizational citizenship behavior. Age (r = .06, p >.05) and educational level (r = .00, p >.05) showed an insignificant positive correlation and marital status (r = -.05, p > .05) had non-significant negative relationship with organizational citizenship behavior.
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Table 2: Hierarchical multiple regression predicting organizational citizenship behavior from the demographic variables (gender, age, marital status and educational level), emotional intelligence (as well as dimensions) and job involvement.

	
	R
	R2
	R2
	B
	Beta(β)
	t
	Sig

	
	
	
	
	
	
	
	

	Step 1
	.223a
	.050
	.050
	
	
	
	.001

	GENDER
	
	
	
	4.33
	.16
	3.11
	.002

	AGE
	
	
	
	2.69
	.24
	2.98
	.003

	MARITAL STATUS
	
	
	
	-4.28
	-.21
	-2.92
	.004

	EDUCATIONAL LEVEL
	
	
	
	-.80
	-.06
	-1.05
	.293

	Step 2
	.520b
	.270
	.221
	
	
	
	.000

	EMOTIONAL INTELLIGENCE
	
	
	
	.375
	.480
	10.55
	.000

	Step 3
	.545c
	.297
	.027
	
	
	
	.000

	JOB INVOLVEMENT
	
	
	
	.364
	.188
	3.73
	.000



Note: ***P< .001; **P< .01; *P< .05

Result of Step wise multiple regression analysis showed that the demographic variables entered in step one of the equation accounted for 22.3% variance as a statistically significant predictor of organizational citizenship behavior (R = .223, p< .01). All the variables entered in this step of the equation except level of education made statistically significant contribution in predicting organizational citizenship behavior. The emotional intelligence was entered in step two of the equation, and accounted for 22.1% significant variance in predicting organizational citizenship behavior (∆R2 = .221, β = .48, t= 10.55, p< .01). Job involvement was entered in step three of the equation, and it accounted for 2.7% (statistically significant) variance in predicting organizational citizenship behavior (∆R2 = .027, p<.01, β = .18, t= 3.73, p< .01).

Summary of Finding

Correlation result indicated that among all the variables gender, Emotional intelligence and job involvement were significantly positively related to organizational citizenship behaviour. Age and educational level showed an
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insignificant positive correlation and marital status showed non-significant negative relationship with organizational citizenship behaviour.

The emotional intelligence was found to make significant positive contribution in predicting organizational citizenship behaviour.
It was also found that Job involvement made statistically significant contribution in predicting organizational citizenship behaviour.
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CHAPTER FIVE

DISCUSSION

This study examined the ability of emotional intelligence and job involvement to predict organizational citizenship behavior among workers using workers from PRODA and INNOSSON Plastic Co. Emene Enugu. Two hypotheses were tested in the study.

The findings of the study that emotional intelligence made a significant positive contribution in predicting organizational citizenship behavior is in line and supports the first hypothesis in the study. The hypothesis stated that emotional intelligence would be a significant predictor of OCB among the staff of PRODA and INNOSSON Plastic Co. Emene. The findings is consistent with the findings of previous studies. Ying and Ting (2013) arrived at a similar outcome indicating that employees with high levels of emotional intelligence have a higher level of OCBs.

The second hypothesis stated that job involvement would be a significant predictor of OCB among the staff of PRODA and INNOSSON Plastic Co. Emene. This hypothesis was also supported by the outcome of the present study that Job involvement made statistically significant contribution in predicting organizational citizenship behaviour. This finding is not standing alone as there are other studies that arrived at the same thing. The findings of Chughtai (2008) that job involvement was positively correlated with both OCB and that job involvement predicted OCB among workers. Saxena and Saxena (2014) also found that there is a significant impact of Job involvement on OCB. These findings agree with the outcome of the present study.

Implications of the Study

The study has numerous implications as the issue of organizational citizenship behaviour is highly germane to the survival of organizations in this 21st century. The factors examined play vital roles in the contemporary organizations. Job involvement that
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was found to be significant in the exhibition of organizational citizenship behaviours in the world of work, has to be stressed by the Organizational and Counselling psychologists. That the employees have to be fully involved in their job. They need be involved in their job to be able to go the extra mile for the company or organization they represent, thereby enhancing the entire workplace.

Moreover, the staff of the PRODA and INNOSSON Plastics Co. Emene must keep abreast the fact that general intelligent quotient is not enough to survive in the world of work in this 21st century but they need to be able to negotiate complex social issues as well as work challenges that may arise in the course of their statutory duties, therefore emotional quotient come to play. Being emotionally intelligent is indispensable for success in the world of work. The organizational leadership must also be aware of this fact and work towards imparting such knowledge into the employees as a whole.

Leaving no stone unturned, the counselors/counselling psychologists, organizational psychologists must note that demographic constructs captured in this study can really influence the workers’ ability to exhibit citizenship behaviour in the workplace. Therefore, they are also germane and should be treated as such in their dealings with the personnel in order to improve citizenship behaviour in the world of work. The reason for this assertion is adduced to the fact that these variables contributed both jointly and relatively to predicting the workplace citizenship behaviour of the staff of the two organizations studied.

To this end, this study has implications for all the stakeholders in the organization as well as the society at large. They include the organizational leaders/followers, counselling psychologists, organizational psychologists, educational psychologists, administrators, policy makers, social workers/scientists, government’s Ministries, Departments, Agencies (MDAs) and government functionaries and so on. This implies
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that all the issues raised here are germane to all and sundry in various callings and so should be noted.

The study confirms further that citizenship behaviour is highly indispensable to the survival and success of organizations in the global world in general and Nigeria in particular. Therefore, it is highly recommended that all the stakeholders both in the organizations studied and other organizations and agencies should explore all the means to integrate the value/tenets of organizational citizenship behaviour into the system they belong. This will go a long way to boost productivity, job performance, commitment, loyalty and acceptability of the organization.

Limitations of the Study

Seeing the importance of the variables studied in this research, it is supposed to have a wider geographical location than the present one. Also, involving more organizations and applying a probability sample selection method in the collection of the data could have been better. The cold attitude of Nigerians in finding time to respond to important questionnaires also affected the study.

Suggestion for further study

Researchers interested in this area of study should involve more organizations and widen the geographical coverage of the study. A more scientific method of sampling selectin should be used in subsequent studies. Also, further studies should look into the specifics of citizenship behavior directed towards the organization and towards individual colleagues.

Conclusion

From the findings of the study, it is obvious that citizenship behaviour is highly indispensable to the survival and success of organizations in the global world in general and Nigeria in particular. Therefore, it is highly imperative that all the stakeholders both
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within and without the two organizations studied should explore all the means to integrate the value/tenets of organizational citizenship behavior into the system they belong. This will go a long way to boost productivity, job performance, commitment, loyalty and acceptability of the organization. The findings have profound policy and practical implications for the government, organizational psychologists/administrators, and so on. To this end, organizational and counselling psychologists should take into cognizance these variables found to be significant in the effective management of the personnel organizations.
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APPENDIX A

Department of Sociology/Psychology

Faculty of Management and Social Sciences

Godfrey Okoye University, Enugu.

Dear Respondent,

I am a student of the above named Department/Institution. I am carrying out a project work which

is part of the requirements for the award of Bachelor of Science (B.Sc) in Psychology. It is purely

an academic exercise. Please kindly respond to the questionnaire as truthfully as possible. In

each of the sections there are specific instructions to guide you. There is no right or wrong

answer. Your response is highly confidential.

Thank you for your participation.

Yours sincerely,

Uche, Achilis

SECTION A

INSTRUCTION: Please tick the appropriate box or fill in the blank spaces as appropriate.

	GENDER:   Male
	5
	
	Female
	5
	AGE:
	20-29
	5
	30-39
	5
	40-49
	5
	50-59
	5
	60-69
	5

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	MARITAL STATUS:
	SINGLE
	5
	MARRIED
	5
	DIVORCED
	5
	WIDOW(ER)
	5


SECTION B

INSTRUCTION: The questions in this section ask you about your attitudes and behaviors in relation to team members in your work unit. While you are completing these questions, please think about the immediate work unit in which you work most of the time. Please indicate your level of agreement with each of the following statements about your feelings when working with team members in your work unit.

	
	Strongly
	
	Not sure tend to
	Neither Agree
	Not sure tend to
	
	
	
	
	
	Strongly
	

	
	Disagree
	Disagree
	Disagree
	nor Disagree
	Agree
	
	Agree
	
	Agree
	

	
	1
	2
	3
	4
	5
	
	
	
	6
	
	
	7
	
	

	1.
	I respect the opinion of team members, even if I think they are wrong.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	2.
	I can explain the emotions I feel to team members.
	
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	3.
	I can read my fellow team members ‘true’ feelings, even if they try to hide them.
	
	1
	2
	
	3
	4
	5
	6
	
	7

	4.
	I can discuss the emotions I feel with other team members.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	5.
	When I am frustrated with fellow team members, I can overcome my frustration.
	
	1
	2
	
	3
	4
	5
	6
	
	7

	6.
	I am able to describe accurately the way others in the team are feeling.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	7.
	When deciding on a dispute, I try to see all sides of a disagreement before I come to a
	
	1
	2
	
	3
	4
	5
	6
	
	7

	
	conclusion.
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	8.
	My enthusiasm can be contagious for members of my team.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	9.
	When I talk to a team member I can gauge their true feelings from their body
	
	1
	2
	
	3
	4
	5
	6
	
	7

	
	language.
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	10.
	If I feel down, I can tell team members what will make me feel better.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	11.
	I can tell when team members don’t mean what they say.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	12.
	I am able to cheer team members up when they are feeling down.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	13.
	I can talk to other members of the team about the emotions I experience.
	
	1
	2
	
	3
	4
	5
	6
	
	7

	14.
	I can get my fellow team members to share my keenness for a project.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	15.
	I can provide the ‘spark’ to get fellow team members enthusiastic.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7

	16.
	I give a fair hearing to my fellow team members’ ideas.
	
	
	1
	2
	
	3
	4
	5
	6
	
	7


60

SECTION C

INSTRUCTION: Please indicate your level of agreement with each of the following statements about your feelings towards your work in your current place of work. Please work as fast as possible.

	Strongly Disagree
	Disagree
	Mildly Disagree
	Mildly Agree
	Agree
	
	Strongly Agree
	

	
	1
	2
	3
	4
	5
	
	
	6
	
	
	
	

	1.
	The most important things that happen to me involve my present job.
	
	1
	2
	3
	4
	5
	
	6

	2.
	To me, my job is only a small part of who I am.
	
	
	1
	2
	3
	4
	5
	
	6

	3.
	I am very much involved personally in my job.
	
	
	1
	2
	3
	4
	5
	
	6

	4.
	I live, eat and breathe my job.
	
	
	
	1
	2
	3
	4
	5
	
	6

	5.
	Most of my interests are centered around my job.
	
	
	1
	2
	3
	4
	5
	
	6

	6.
	I have very strong ties with my present job which would be very difficult to break.
	
	1
	2
	3
	4
	5
	
	6

	7.
	Usually I feel detached from my job.
	
	
	
	1
	2
	3
	4
	5
	
	6

	8.
	Most of my personal life goals are job-oriented.
	
	
	1
	2
	3
	4
	5
	
	6

	9.
	I consider my job to be very central to my life.
	
	
	1
	2
	3
	4
	5
	
	6

	10.
	I like to be really involved in my job most of the time.
	
	
	1
	2
	3
	4
	5
	
	6


SECTION D

INSTRUCTION: The following statements address dealings and behaviors of workers towards their organization and co-workers. Please identify by ticking any of the numbers how often you have done each of the following things on your present job. The numbers represents the following:

	
	1
	2
	3
	4
	
	
	
	
	
	5
	

	
	Never
	Once or twice
	Once or twice per month
	Once or twice per week
	
	
	Every day

	How often have you done each of the following things on your present job?
	
	
	
	
	
	
	

	1.
	Picked up meal for others at work
	
	
	1
	2
	
	3
	
	4
	5

	2.
	Took time to advise, coach, or mentor a co-worker.
	
	
	1
	2
	
	3
	
	4
	5

	3.
	Helped co-worker learn new skills or shared job knowledge.
	
	
	1
	2
	
	3
	
	4
	5

	4.
	Helped new employees get oriented to the job.
	
	
	1
	2
	
	3
	
	4
	5

	5.
	Lent a compassionate ear when someone had a work problem.
	
	1
	2
	
	3
	
	4
	5

	6.
	Lent a compassionate ear when someone had a personal problem.
	
	1
	2
	
	3
	
	4
	5

	7.
	Changed vacation schedule, work days, or shifts to accommodate co-worker’s needs
	
	1
	2
	
	3
	
	4
	5

	8.
	Offered suggestions to improve how work is done.
	
	
	1
	2
	
	3
	
	4
	5

	9.
	Offered suggestions for improving the work environment.
	
	
	1
	2
	
	3
	
	4
	5

	10.
	Finished something for co-worker who had to leave early.
	
	
	1
	2
	
	3
	
	4
	5

	11.
	Helped a less capable co-worker lift a heavy box or other object.
	
	1
	2
	
	3
	
	4
	5

	12.
	Helped a co-worker who had too much to do.
	
	
	1
	2
	
	3
	
	4
	5

	13.
	Volunteered for extra work assignments.
	
	
	1
	2
	
	3
	
	4
	5

	14.
	Took phone messages for absent or busy co-worker.
	
	
	1
	2
	
	3
	
	4
	5

	15.
	Said good things about your employer in front of others.
	
	
	1
	2
	
	3
	
	4
	5

	16.
	Gave up meal and other breaks to complete work.
	
	
	1
	2
	
	3
	
	4
	5

	17.
	Volunteered to help a co-worker deal with a difficult customer, or co-worker
	
	1
	2
	
	3
	
	4
	5

	18.
	Went out of the way to give co-worker encouragement or express appreciation.
	
	1
	2
	
	3
	
	4
	5

	19.
	Decorated, straightened up, or otherwise beautified common work space.
	
	1
	2
	
	3
	
	4
	5

	20.
	Defended a co-worker who was being "put-down" or spoken ill of by other co-
	
	1
	2
	
	3
	
	4
	5

	
	workers or supervisor.
	
	
	
	
	
	
	
	
	
	


Thanks for being a part of this study. Your response will contribute to the progress of this study
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APPENDIX B

Frequencies

Statistics

	
	
	GENDER
	AGE
	MARITAL STATUS
	EDUCATIONAL LEVEL

	
	
	
	
	
	

	N
	Valid
	374
	374
	374
	374

	
	Missing
	0
	0
	0
	0

	Mean
	
	1.4519
	2.0909
	1.5936
	3.8021

	Std. Deviation
	.49834
	1.17721
	.66756
	1.07039

	Minimum
	1.00
	1.00
	1.00
	2.00

	Maximum
	2.00
	6.00
	3.00
	6.00

	
	
	
	
	
	


Frequency Table

GENDER

	
	
	
	
	
	Cumulative

	
	
	Frequency
	Percent
	Valid Percent
	Percent

	
	
	
	
	
	

	Valid
	MALE
	205
	54.8
	54.8
	54.8

	
	FEMALE
	169
	45.2
	45.2
	100.0

	
	Total
	374
	100.0
	100.0
	

	
	
	
	
	
	



AGE

	
	
	
	
	
	
	
	
	
	
	
	Cumulative
	

	
	
	
	Frequency
	Percent
	
	Valid Percent
	
	Percent
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Valid
	20-29
	
	144
	
	38.5
	
	
	
	38.5
	
	38.5
	

	
	30-39
	
	121
	
	32.4
	
	
	
	32.4
	
	70.9
	

	
	40-49
	
	60
	
	16.0
	
	
	
	16.0
	
	86.9
	

	
	50-59
	
	39
	
	10.4
	
	
	
	10.4
	
	97.3
	

	
	6.00
	
	10
	
	2.7
	
	
	
	2.7
	
	100.0
	

	
	Total
	
	374
	
	100.0
	
	
	
	100.0
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	MARITAL STATUS
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	Cumulative

	
	
	
	
	Frequency
	Percent
	
	Valid Percent
	
	Percent

	
	
	
	
	
	
	
	
	
	
	

	Valid
	SINGLE
	
	
	190
	
	50.8
	
	50.8
	
	50.8

	
	MARRIED
	
	
	146
	
	39.0
	
	39.0
	
	89.8

	
	DIVORCED
	
	38
	
	10.2
	
	10.2
	
	100.0

	
	Total
	
	
	374
	
	100.0
	
	100.0
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



62

Regression

	Descriptive Statistics
	

	
	
	
	

	
	Mean
	Std. Deviation
	N

	
	
	
	

	CITIZENSHIP BEHAVIOUR
	64.3797
	13.52746
	374

	GENDER
	1.4519
	.49834
	374

	AGE
	2.0909
	1.17721
	374

	MARITAL STATUS
	1.5936
	.66756
	374

	EDUCATION LEVEL
	3.8021
	1.07039
	374

	EMOTIONAL
	78.6471
	17.31381
	374

	INTELLIGENCE
	
	
	

	
	
	
	

	JO INVOLVEMENT
	36.5588
	6.98413
	374

	
	
	
	


	
	
	
	Correlations
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	CITIZEN
	
	
	MARITAL
	
	EMOTIO
	

	
	
	SHIP
	
	
	STATUS
	EDUCA
	NAL
	JOB

	
	
	BEHAVI
	GEN
	
	
	TION
	INTELLI
	INVOLV

	
	
	OUR
	DER
	AGE
	
	LEVEL
	GENCE
	EMENT

	
	
	
	
	
	
	
	
	

	Pearson
	CITIZENSHIP
	1.000
	.149
	.063
	-.052
	.000
	.486
	.322

	Correlatio
	BEHAVIOUR
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	n
	
	
	
	
	
	
	
	

	
	GENDER
	.149
	1.000
	.081
	.102
	.123
	.063
	.064

	
	AGE
	
	
	1.00
	
	
	
	

	
	
	.063
	.081
	
	.712
	.531
	-.104
	.131

	
	
	
	
	0
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	MARITAL
	
	
	
	
	
	
	

	
	
	-.052
	.102
	.712
	1.000
	.382
	-.147
	.233

	
	STATUS
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	EDUCATION
	
	
	
	
	
	
	

	
	
	.000
	.123
	.531
	.382
	1.000
	-.147
	-.083

	
	LEVEL
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	EMOTIONAL
	
	
	
	
	
	
	

	
	
	.486
	.063
	-.104
	-.147
	-.147
	1.000
	.373

	
	INTELLIGENCE
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	JOB
	
	
	
	
	
	
	

	
	
	.322
	.064
	.131
	.233
	-.083
	.373
	1.000

	
	INVOLVEMENT
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	Sig. (1-
	CITIZENSHIP
	.
	.002
	.112
	.156
	.500
	.000
	.000

	tailed)
	BEHAVIOUR
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	GENDER
	.002
	.
	.060
	
	
	
	

	
	
	
	
	
	.024
	.009
	.113
	.107

	
	AGE
	.112
	.060
	.
	
	
	
	

	
	
	
	
	
	.000
	.000
	.022
	.006

	
	MARITAL
	
	
	
	
	
	
	

	
	
	.156
	.024
	.000
	.
	.000
	.002
	.000

	
	STATUS
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	EDUCATION
	
	
	
	
	
	
	

	
	
	.500
	.009
	.000
	.000
	.
	.002
	.054

	
	LEVEL
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	EMOTIONAL
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	.000
	.113
	.022
	.002
	.002
	.
	.000

	
	INTELLIGENCE
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	JOB
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	.000
	.107
	.006
	.000
	.054
	.000
	.

	
	INVOLVEMENT
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	N
	CITIZENSHIP
	374
	374
	374
	374
	374
	374
	374

	
	BEHAVIOUR
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	GENDER
	374
	374
	374
	374
	374
	374
	374

	
	
	
	
	
	
	
	
	

	
	AGE
	374
	374
	374
	374
	374
	374
	374

	
	MARITAL
	
	
	
	
	
	
	

	
	
	374
	374
	374
	374
	374
	374
	374

	
	STATUS
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	

	
	EDUCATION
	
	
	
	
	
	
	

	
	
	374
	374
	374
	374
	374
	374
	374

	
	LEVEL
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	EMOTIONAL
	374
	374
	374

	INTELLIGENCE
	
	
	

	
	
	
	

	JOB
	374
	374
	374

	INVOLVEMENT
	
	
	

	
	
	
	

	
	
	
	






	374
	374
	374
	374

	
	
	
	

	374
	374
	374
	374

	
	
	
	


Variables Entered/Removeda

	Model
	Variables Entered
	Variables Removed
	Method

	
	
	
	

	1
	EDUCATION LEVEL, GENDER, MARITAL STATUS, AGEb
	.
	Enter

	2
	EMOTIONAL INTELLIGENCEb
	.
	Enter

	3
	JO INVOLVEMENTb
	.
	Enter


a. Dependent Variable: CITIZENSHIP BEHAVIOUR

b. All requested variables entered.

Model Summary

	
	
	
	
	
	
	Change Statistics
	
	

	
	
	
	
	
	
	
	
	
	
	

	Mode
	
	R
	Adjusted R
	Std. Error of
	R Square
	F
	
	
	
	Sig. F

	l
	R
	Square
	Square
	the Estimate
	Change
	Change
	df1
	
	df2
	Change

	
	
	
	
	
	
	
	
	
	
	

	1
	.223a
	.050
	.039
	13.25843
	.050
	4.823
	4
	
	369
	.001

	2
	.520b
	.270
	.260
	11.63369
	.221
	111.265
	1
	
	368
	.000

	3
	.545c
	.297
	.285
	11.43481
	.027
	13.912
	1
	
	367
	.000



a. Predictors: (Constant), EDUCATION LEVEL, GENDER, MARITAL STATUS, AGE

b. Predictors: (Constant), EDUCATION LEVEL, GENDER, MARITAL STATUS, AGE, EMOTIONAL INTELLIGENCE

c. Predictors: (Constant), EDUCATION LEVEL, GENDER, MARITAL STATUS, AGE, EMOTIONAL INTELLIGENCE, JO INVOLVEMENT

ANOVAa

	Model
	
	Sum of Squares
	df
	
	Mean Square
	F
	Sig.

	
	
	
	
	
	
	
	

	1
	Regression
	3391.065
	
	4
	847.766
	4.823
	.001b

	
	Residual
	64865.020
	
	369
	175.786
	
	

	
	Total
	68256.086
	
	373
	
	
	

	
	
	
	
	
	
	
	

	2
	Regression
	18449.948
	
	5
	3689.990
	27.264
	.000c

	
	Residual
	49806.138
	
	368
	135.343
	
	

	
	Total
	68256.086
	
	373
	
	
	

	
	
	
	
	
	
	
	

	3
	Regression
	20269.022
	
	6
	3378.170
	25.836
	.000d

	
	Residual
	47987.064
	
	367
	130.755
	
	

	
	Total
	68256.086
	
	373
	
	
	

	
	
	
	
	
	
	
	



a. Dependent Variable: CITIZENSHIP BEHAVIOUR

b. Predictors: (Constant), EDUCATION LEVEL, GENDER, MARITAL STATUS, AGE

c. Predictors: (Constant), Education Level, Gender, Marital Status, Age, Emotional Intelligence

d. Predictors: (Constant), Education Level, Gender, Marital Status, Age, Emotional Intelligence, Jo Involvement
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	Coefficientsa
	
	
	
	
	
	
	
	

	
	
	
	Unstandardized Coefficients
	Standardized Coefficients
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Model
	
	B
	
	Std. Error
	
	
	Beta
	
	
	t
	Sig.

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	1
	(Constant)
	62.330
	
	
	3.212
	
	
	
	
	
	
	19.402
	.000
	

	
	
	GENDER
	4.331
	
	
	1.391
	
	
	
	
	.160
	
	3.114
	.002
	

	
	
	AGE
	2.697
	
	
	.907
	
	
	
	
	.235
	
	2.975
	.003
	

	
	
	MARITAL STATUS
	-4.288
	
	
	1.468
	
	
	
	
	-.212
	
	-2.920
	.004
	

	
	
	EDUCATION LEVEL
	-.801
	
	
	.760
	
	
	
	
	-.063
	
	-1.053
	.293
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	2
	(Constant)
	29.839
	
	
	4.175
	
	
	
	
	
	
	7.146
	.000
	

	
	
	GENDER
	3.167
	
	
	1.226
	
	
	
	
	.117
	
	2.584
	.010
	

	
	
	AGE
	2.306
	
	
	.796
	
	
	
	
	.201
	
	2.896
	.004
	

	
	
	MARITAL STATUS
	-2.788
	
	
	1.296
	
	
	
	
	-.138
	
	-2.151
	.032
	

	
	
	EDUCATION LEVEL
	.025
	
	
	.672
	
	
	
	
	.002
	
	.037
	.970
	

	
	
	EMOTIONAL
	.375
	
	
	.036
	
	
	
	
	.480
	
	10.548
	.000
	

	
	
	INTELLIGENCE
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	3
	(Constant)
	21.953
	
	
	4.617
	
	
	
	
	
	
	4.755
	.000
	

	
	
	GENDER
	3.046
	
	
	1.205
	
	
	
	
	.112
	
	2.528
	.012
	

	
	
	AGE
	2.274
	
	
	.783
	
	
	
	
	.198
	
	2.905
	.004
	

	
	
	MARITAL STATUS
	-4.095
	
	
	1.321
	
	
	
	
	-.202
	
	-3.099
	.002
	

	
	
	EDUCATION LEVEL
	.421
	
	
	.669
	
	
	
	
	.033
	
	.630
	.529
	

	
	
	EMOTIONAL
	.316
	
	
	.038
	
	
	
	
	.404
	
	8.252
	.000
	

	
	
	INTELLIGENCE
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	JO INVOLVEMENT
	.364
	
	
	.098
	
	
	
	
	.188
	
	3.730
	.000
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	a. Dependent Variable: CITIZENSHIP BEHAVIOUR
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	Excluded Variablesa
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	Collinearity
	

	
	
	
	
	
	
	
	
	
	
	
	
	Partial
	
	Statistics
	

	
	Model
	
	
	Beta In
	t
	
	Sig.
	
	Correlation
	
	Tolerance
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	1
	EMOTIONAL
	
	.480b
	10.548
	
	.000
	
	.482
	
	.959
	

	
	
	INTELLIGENCE
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	JO INVOLVEMENT
	
	.359b
	7.182
	
	.000
	
	.351
	
	.906
	

	
	2
	JO INVOLVEMENT
	
	
	.188c
	3.730
	
	.000
	
	.191
	
	.753
	


a. Dependent Variable: CITIZENSHIP BEHAVIOUR

b. Predictors in the Model: (Constant), EDUCATION LEVEL, GENDER, MARITAL STATUS, AGE

c. Predictors in the Model: (Constant), Education Level, Gender, Marital Status, Age, Emotional Intelligence

