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Abstract
Organizational citizenship behavior is a effective tool for 
accomplishing the organizational goals rather than fulfilling duties. 
This paper identifies the organizational citizenship behavior of 
faculty in private engineering colleges .As organizational citizenship 
behavior is extra role behavior i.e exceeding beyond the desired 
expected behavior. Organizational Citizenship Behavior (OCB) 
means individual behaviors that are beneficial to the organization 
but not directly recognized by the formal reward system. This 
paper identifies the job satisfaction, organizational commitment 
and employee engagement of faculties in private engineering 
colleges in Lucknow area .Also this paper identifies the link of 
these factors with organizational citizenship behavior and affects 
of these factors on organizational citizenship behavior.
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I. Introduction
Organizations to be successful should have employees who 
go beyond their formal job responsibilities and freely give off 
their time and energy to succeed at the task. Such behavior is 
neither prescribed nor rewarded, yet, it contributes to the smooth 
functioning of the organization. Organ (as cited in Thanswor, 
Rolf van, Ulrich, Narottam & Ann, and termed these extra efforts 
as Organizational Citizenship Behavior (OCB)defined them to 
include activities that target other individuals in the workplace 
(such as helping co-workers or communicating changes that affect 
others) and the organization itself (such as actively participating 
in group meetings or representing the organization positively to 
outsiders). As managers cannot fore see all contingencies or fully 
anticipate the activities that they may desire or need employees 
to perform (Katz & Khan, 1978; Organ 2000), work behavior 
that goes beyond the reach of organizational measures of job 
performance holds promise for long-term organizational success 
(Van Dyne, Cummings& Parks, 2001). This is because they are 
purported to improve organizational efficiency, effectiveness, 
and adaptability (Organ, 2000).However, this kind of behavior 
is lacking or it is less exhibited at work places in most Government 
Ministries. 
According to Organ (1988), OCB is defined as work-related 
behaviours that are discretionary, not related to the formal 
organisational reward system, and, in aggregate, promote the 
effective functioning of the organisation. In addition, OCB extends 
beyond the performance indicators required by an organisation 
in a formal job description. Moreover, (OCB) reflects those 
actions performed by employees that surpass the minimum role 
requirements expected by the organisation and promote the welfare 
of co-workers, work groups, and/or the organisation (Lovell, 
Kahn, Anton, Davidson, Dowling, et al., 1999).  Research into 
OCB began in the early 1980s (Bateman & Organ, 1983; Smith 
et al., 1983), and since its inception, a distinction has been made 
between two dimensions of employee behaviour: (1) general 
compliance (doing what a good employee should do), and (2) 

altruism (helping specific others) .Later, the concept underwent 
a number of transformations. For instance, in a review of the 
research, Organ (1988) identified five distinct dimensions of OCB: 
Altruism (helping specific others); civic virtue (keeping up with 
important matters within the organisation); conscientiousness 
(compliance with norms); courtesy (consulting others before taking 
action); and sportsmanship (not complaining about trivial matters). 
However, Organ (1997) further classified the OCB dimensions 
into three parts: helping, courtesy, and conscientiousness. 
According to Williams and Anderson (1991), who divided OCB 
into two types: (1) behaviours directed at specific individuals 
in the organisation, such as courtesy and altruism (OCBI); and 
(2) behaviours concerned with benefiting the organisation as a 
whole, such as conscientiousness, sportsmanship and civic virtue 
(OCBO). Citizenship behaviours directed toward individuals 
(OCBI) OCBI refers to the behaviours that immediately benefit 
specific individuals within an organisation and, thereby, contribute 
indirectly to organisational effectiveness (Lee & Allen, 2002; 
Williams & Anderson, 1991).
Organizational citizenship behavior is not specified by any contract 
or not even expected by an average employee ,this behavior is  
organizationally desirable because this behavior assist resource 
transformation’, adaptability and innovation in order to increase 
the organization efficiency.(Turnipseed & Murkison, 1996).
Organizational Citizenship behavior are the actions that are not  
nominated or demanded by the formal job responsibilities. (Farh, 
Zhong & Organ, 2004). 
Today organizations are facing the fierce competition due to 
the flow of intense awareness and knowldege. Organizational 
commitment is significantly associated with the organizational 
citizenship behavior as its construct. (Gautam, Dick, Wagner, 
Upadhyay & Davis, 2004). According to Wilson &Western 
(2000) Training and development plans of individuals can be 
supportive for the organizational objectives if there is a clear 
sense of direction. The teacherswho are empowered participate 
in decision making that affect the learning and teaching. If there 
is empowered work environments then it assist in improving 
the quality of work life, teacher leadership and professionalism. 
Teachers show more commitment when they perceive their work 
is meaningful. (Dee, Henkin & Duemer, 2002).The environment 
where work-life policies are provided it effect the learning taken 
place in the organizations so that the organizations transformed 
in to the fervent learning organizations.(Yong,2000).A good 
educational system of a developing country is considered as the 
backbone and teachers are the central part of the educational 
system. The capability and quality of the teachers determines the 
success of any educational system. (Joolideh & Yeshodhara, 2008). 
Previous studies reveal that the faculty members of educational 
institutes who are highly committed continue their involvement 
with their current institutions and they also put high level of efforts 
and show high performance for their institutions (Chughtai & 
Zafar, 2006).
This study will help the other researchers in analyzing the impact 
of organizational commitment,job satisfaction and emloyee 
engagement  on OCB particularly in the context of faculties in 
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private engineering colleges in lucknow. It will also depicts the importance of OCB in increasing the effectiveness of the organization 
and also determines the factors that create or influence OCB.This study will also illustrate the relationship of training & development 
opportunities, work-life policies and empowerment practices with organizational commitment and then how organizational commitment 
influences the organizational citizenship behavior of faculties in private engineering colloeges in lucknow This study will also evaluate 
the importance of OCB of teachers in the success of the private engineering colleges in lucknow.

II. Dimensions of OCB

A. Altruism 
Altruism refers to helping behavior of the employees in the organization .In this employees help their coworkers and also they are 
able to orient the new ones with their job. The study is directed towards the OCB of executives in banking sector .Therefore such 
behaviors are required where executives can extend help to their (junior line officers, management trainees) in working towards the 
common organizational goals.

B. Conscientiousness
The second dimension of OCB relates to conscientiousness.The elements leading to conscientiousness behavior include obeying 
rules, following timely breaks, punctuality etc. Conscientiousness behavior of executives would make them to avoid casual talks or 
to abide by the rules of the organization, reporting to duties on time, complying with the orders of the superiors.

C. Sportsmanship
It is willingness to tolerate less than ideal circumstances without complaining and refraining from activities such as complaining and 
petty grievances .Inculcation of sportsmanship behavior among executives in banking sector enables them to avoid finding faults and 
finding problems of the employees in the organization .It seeks to identify the grievances of the employees in the organization.

D. Civic Virtue
It is the behavior on the part of individuals indicating that they responsibly  participate and rationally show concern about the life 
in the organization .In other words ,engaging the employees in meetings, participation in social activities  i.e get together ,attending 
voluntary functions ,etc.

E. Courtesy
Courtesy dimension of OCB includes discretionary behavior of individuals that   is aimed at preventing work related problem with 
others, Assessing and doing what is best for the employees in strengthening courtesy dimensions.

III. History of Researchs on Organisational Citizenship Behaviour
Researcher Other Determining factors of OCB Year
Organ Relationship with Personality 1990
Organ ve Lingl Relationship with Personality 1995
Min-Huei Relationship with Personality 2004
Penner ve Digerleri Relationship with Personality 1997

Moorman Relationship with Organizational 
Justice 1993

Aguina Relationship with Organizational 
Justice 1995

Skarlicki ve Lothom Relationship with Organizational 
Justice 1996

Podsakoff ve Digerleri Relationship with Organizational 
Justice 1996

Kemery ve Digerleri Relation with motivation 1996
Tang ve Ibrahim Relation with motivation 1998
Batemann ve Organ Relationship with performance 1983
Moorman Relationship with performance 1983
Borman ve Motowidlo Relationship with performance 1993
Borman ve Motowidlo Relationship with performance 1997
Williams ve Anderson Relationship with performance 1991
Netemeyer ve Digerleri Relationship with performance 1997
McKenzie ve Digerleri Relationship with performance 1993
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IV. Antecedents of Organisational Citizenship 
Behaviour
Based on the literature review the following significant 
organisational citizenship behavior is identified.
Role Perception: Role perception includes role conflict and 
ambuigity both of which have been found to be significantly and 
positively related to OCB.

A. Motivation
The research found that motives play important role in strengthening 
OCB.Management by encouraging faculties to actively participate 
in various research and development activities ,it includes the 
seminars, workshops, conferences ,training sessions and faculty 
development programmes..However motivation is considered as 
a significant antecedent of OCB.

B. Job Satisfaction
Job satisfaction is favourableness or unfavourableness of employee 
towards the job. Job satisfaction has positive relationship with job 
performance and OCB which in turn affect the psychological 
distress, turnover and morale of faculties.

C. Organisational Commitment
Organisational commitment is the commitment of the employee 
towards the organisation. The commitment is conceputalised as a 
strong belief towards acceptance of organisational goal and a strong 
desire to maintain membership in the organisation.Organisational 
commitment is also one of the significant antecedent of OCB.

D. Leadership
Leadership appears to have a strong influence on an employee’s 
willingess to engage in OCB.It is positively related to OCB.
Leadership as one of the antecedents of OCB enhances team 
spirit, morale and cohesiveness of faculties which in turn leads 
to organisational commitment .

E. Employee Engagement
Employee engagement is the measureable degree of an employees 
positive and negative attachment to their job, collegues, 
organisation that profoundly influences their willingness to learn 
and perform at work. Employee engagement is one of antecedent 
of OCB.Employee Engagement is found to have apositive impact 
on OCB.

F. Competence
Competence is the ability of an individual to do the job properly.
Competence is combination of knoweldge, skills and abilites to 
perform the job to the utmost.Competence is positively related 
to organaisational citizenship behaviour.

G. Organisational Justice
Organizational justice with regard to how an employee judges 
the behaviour of the organization and their resulting attitude and 
behaviour that comes from this.Organisational Justice is also 
considered to be the antecedent of OCB. Organisational  justice 
is corelated to OCB.  

V. Predictors of OCB
OCB being a discretionary behavior is not demonstrated by every 
individual and not all times. While rewarding OCB,it needs to be 
perceived rightly at least for two reasons .Firstly ,employees try to 
demonstrate their extra role behaviours asingratiating. Secondly,it 

is also possible that the supervisors could perceive a single  set of 
extra role behavior in a diffent manner.Therefore, the need arised 
for identifying and understanding the predictors of OCB.

A. Personality Variables
Personality variables may vary from individual to individual.
Research studies have found some personality variables correlated 
with OCB.

B. Job Satisfaction
Job satisfaction implies attitude of an employee towards the job 
It also applies favourableness or unfavourableness of anemployee 
towards its work.Researchs on OCB suggest that job satisfaction 
affects OCB and is related to OCB than job performance because 
of discretionary nature of behavior.

C. Duration of Employee Relation with Organisation
A longer association with organisation makes the employee get 
more involved in commited to ,and attached with the organisation. 
This breeds employees feelings to exhibit OCB for effectiveness 
and success of organisation.

D. Psychological Contracts
Psychological Contracts based on social exchange theory prepare 
employees to perform extra role behaviors .There are two types of 
psychological contracts i.e. transactional and rational. Transactional 
contracts are primarily short term economic exchanges .Rational 
contracts are long term attachments, employees with these 
attachments are more willing to contribute their time and effort 
without expecting the organization to pay back this debt in the 
short term.

E. Leadership Ability
Leadership ability is to influence followers/others to willingly exert 
for the achievement of organizational goals. Transformational 
leadership theory is best suited example to understand leadership 
as predictor of OCB.

F. Organizational Culture
Organizational Culture i.e. the beliefs and values shared by 
the majority of organizational members, does also serves as 
antecedents to OCB.

VI. Conceptual Model of Predictors of OCB 

VII. Literature Review
The construct of Organizational citizenship behavior was 
introduced by Bateman and Organ (1983) by drawing upon 
the concept of super role behaviors by Katz and Khan (1966).
Determining why individuals engage in OCB has occupied a 
substantial amount of research attention in both organizational 
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behavior and social psychology (Brief &Motowidlo, 1986; 
McNeely &Meglino,1994) .Past researches on organizational 
citizenship behavior have focused on finding out the theoretical 
framework of OCB , the antecedents and consequences (P.M.
Podsakoff,S.B.Mackenzie,J.B.Parine and D.G.Bachrach,2000) 
organizational citizenship behavior, implications for teachers 
and students .The study focuses by engaging in organizational 
citizenship behavior have a relation with job competence, job 
satisfaction, personal accomplishment. A cross sectional survey 
data from 538 primary school teachers was conducted in which 
organizational citizenship behavior had positive main effects on 
teachers levels of job satisfaction and personal accomplishment. 
The study also tested for the mediating role of job competence 
in the relationship between organizational citizenship behavior 
and job satisfaction .The findings of the study regarding the effect 
on organizational citizenship behavior on teachers sense of job 
competence, and propose to mediate the effect of organizational 
citizenship behavior on student outcomes (Hannam, Rachel, 2006). 
A research  was conducted on engineering lectures competencies 
and organizational citizenship behavior at Kyambogo University 
.The purpose of the study is to establish the relevant  competencies 
possessed by engineering lecturers and the relationship between 
those competencies and the exhibited organizational citizenship 
behavior .The study revealed that those lecturers who have relevant 
competencies do exhibit discretionary behaviors at work .The model 
could be useful in deriving employee competencies and critical 
outputs(R.K.Kagari ,J.C.Munene,2007).A research was conducted 
on cultural diversity, competencies and behavior.Organisations 
use competency modeling as a basis for employment decisions, 
particularly for  managerial jobs and some of the behaviors outlined 
in competency models can be linked to what has been identified 
as organizational citizenship behavior(Waheda Lillevik ,2007) . A 
research was conducted on leadership qualities and Management 
competencies for organizational citizenship behavior .The focus 
of this research study is to understand what are the competencies 
required by managers in today’s organization that will allow 
and enable a decision –making process that takes into account a 
wider range of criteria to the economic, environmental and social 
implications of business operations (Andrew Wilson, Prof Gilbert 
Lenssen and Dr Particia Hind,2006).A study was conducted 
on citizenship behavior and relationship with commitment, 
competence and cost effectiveness in organizations. It is all 
about managing the knowledge, values, and sentiments of the 
workforce in order to make them work for rather than against the 
interests of the firm(Mary Landen ,2001).A study was conducted 
on value creation, management competencies and organizational 
behavior .The article develops a ordonomic approach to business 
ethics in the age of globalization(Ingo Pies, Markus Beckmann; 
Stefan Hielscher ,2009).A research was conducted on Teacher 
Operant Competences and Organizational Citizenship Behavior 
in the Performance of Ugandan Primary Schools. The study set 
out to identify a set of functional or operant competences relevant 
to primary school teaching in Uganda. It means that a teacher 
provided with an operant competence    based job description 
does not have much work to do to identify what behaviors he/she 
needs to perform his/her job according to minimum acceptable 
standards. Most of the required behaviors are either described 
or are clearly implied so that a trained teacher would have little 
difficult in constructing for herself the specific activities required 
in each operant competence. The teacher is also assisted in this 
because the competencies are output rather than input oriented. 
The second issue that has come out, and to which we have referred 

to a number of times, is the complexity of most of the operant 
competences and of course all of the KRAs(J.C. Munene F. Mulira 
and F. Kasekende, 2008).
Bateman and Organ (1983) conducted a longitudinal, cross-
lagged study in which they compared “supervisory ratings of 
OCB” and “employee self-reported levels of job satisfaction.” 
They found a strong and positive relationship between overall 
OCB and contextual job satisfaction. The most consistent and 
strongest relationships were between OCB and satisfaction with 
supervision and promotions. Becker and Billings (1993) also tested 
the relationship between OCB and contextual job satisfaction. 
In their study, each employee received two OCB scores: one 
self-reported rating and one score generated by the supervisor. 
As there were no significant differences between the two OCB 
ratings, the scores were combined to produce an overall OCB 
score that yielded a positive relationship between OCB and job 
satisfaction. 
William and Anderson (1991) found positive relationships between 
both extrinsic and intrinsic job satisfaction and each of the OCB 
dimensions. In contrast, Lee and Allen (2002) found that intrinsic 
satisfaction is positively related to OCBO but not to OCBI. Other 
researchers have found no significant relationships between OCB 
and job satisfaction (see Chen, Hui, & Sego, 1998; Schappe, 1998). 
Chen et al. (1998) tested the relationship between OCB and job 
satisfaction and failed to find a significant correlation between 
the two variables. They used a single-item scale to measure 
overall job satisfaction and adapted three dimensions of the 
OCB scale (altruism, conscientiousness and sportsmanship) to 
create an overall OCB score. Randall, Cropanzano, Bormann, 
and Organisational citizenship behaviour at the higher learning 
institution 155 Of late, the termEmployee engagement has 
become very popular and widely used by scholars (Robinson 
et al., 2004). Kahn (1990)described employee engagement as 
physical, emotional and cognitive participation of employee with 
his work or in other words employee’s psychologically presence 
with high motivation in performing their organizational jobs.
Employee engagement can be describe asvigour, participation 
and self-efficacy in performing work which is conflicting to 
burnout dimensions that are cynicism, exhaustion and inefficacy 
(Maslachet. 2001). Commonly it has been defined as emotional 
and intellectualcommitment to the organization (Baumruk, 2004; 
Richman, 2006; Shaw, 2005) or theamount of discretionary 
effort exhibited by employees in their jobs (Frank et al., 2004).
According to Maslach et al. (2001), engagement ischaracterized 
by energy, involvement, and efficacy, the direct opposite of the 
three burnoutdimensions of exhaustion, cynicism, and inefficacy. 
Investigations on burnout and engagement have found that the 
essential dimensions of burnout (cynicism and exhaustion) and 
engagement (vigor and dedication) are oppositesof each other 
(Gonzalez-Roma et al., 2006). Though there is slight empirical 
research on the factors that forecast employee engagement, it is 
possible to recognize a number of possible antecedents conducted 
from the different studies. Theempirical research on the factors that 
forecast employee engagement; it is possible to classify a number 
of potential antecedents from the model of Kahn’s (1990) and 
Maslach et al.’s (2001). They are discussed below: and Birjulin 
(1999) also did not find any association between intrinsic job 
satisfaction and OCBI or OCBO. 
In the Malaysian context, Ahmad (2006) has stated that four job 
attitudes, namely, organisational commitment, job satisfaction, 
procedural justice and distributive justice have a positive and direct 
impact on academicians’ citizenship behaviours. Furthermore, a 
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study among nurses in a health care institution (Othman, 2002) 
found that job satisfaction, organisational commitment and ethical 
climate were correlated to OCB. 
The recent researches on competencies and organizational 
citizenship behavior were more focused on the various aspects 
which include the job performance, organizational commitment, 
loyalty, psychological contracts. As these researches were not able 
to bring out the direct relation between the two .The researches 
focused on competencies and organizational citizenship behavior 
were carried out in Uganda and were focused on the performance 
of primary school teachers. The researches were carried on the 
Kyambgo University on engineering Lecturers on the competencies 
and organizational citizenship behavior. Hackman and Oldham 
(1980) presented the job characteristics model (JCM) with the 
five key job characteristics which are skill variety, task identity, 
task significance, autonomy, and feedback. One can achieve 
the psychological meaningfulness from task characteristics that 
provide challenging & variety of work, allow the use of different 
skills, personal discretion, and the opportunity to make significant 
contributions (Kahn 1990, 1992). Kahn (1992) argued that Jobs 
with high core job characteristics provide individuals with the room 
and encouragement to put more effort on their work or to be more 
engaged. Outcomes predicted by JCM are highly motivated and 
satisfied behaviours of the employees’ who work more effectively 
in the presence of moderating variables for instance knowledge, 
skills, abilities, need for growth and employee satisfaction (Banks, 
2006). (1990) stated that employees’ engagement varies as a 
function of their perceptions of the benefits they receive from a 
role performed. A sense of return on investment can come from 
external rewards and recognition in addition to momentous work. 
Thus, one might anticipate the higher employee engagement at 
work to the extent that they perceive a bigger amount of rewards 
and recognition for their role performance. Maslach et al. (2001) 
have also proposed that lack of rewards and recognition can 
lead to burnout, therefore appropriate recognition and reward 
is important for engagement. According to the Organizational 
Support Theory (Shore and Shore 1995; Eisenberger et al. 1986) 
in order to determine the organization’s readiness to reward 
increased work contribution and to congregate socio-emotional 
needs, employees develop global beliefs concerning the degree to 
which the organization values their input and well-being. Perceived 
organizational support (POS) is also valued with the assurance 
of support availability from the organization when required to 
carry out job effectively without stress (George et al. 1993). 
Psychological safety involves a feeling of being able to show 
and employ the self with no negative consequences (Kahn, 1992). 
Perceived organizational support (POS) and perceived supervisor 
support (PSS) are the two probable variables that capture the spirit 
of social support. According to Saks (2006), a stronger theoretical 
foundation for explaining employee engagement can be found in 
social exchange theory (SET). Employees’ with higher POS are 
more likely to be engaged to their job and organization as part of 
the reciprocity norm of SET to help the organization achieve its 
objectives (Rhoades et al. 2001). Distributive justice deals with 
decisions taken or the content of fairness, whilst procedural justice 
is associated to the ways used to take those decisions for instance 
how decisions are made or the process of fairness. Distributive 
justice is considered to predict satisfaction with the outcome 
(i.e., pay satisfaction), while procedural justice influences the 
assessment of the organization and its authorities (i.e., trust in 
supervision) (Sweeney and McFarlin 1993; Cropanzano andFolger 
1991). Fairness and justice is the work condition identified in 

the Maslach et al. (2001) engagement model. Saks (2006) stated 
that employees who have higher perceptions of procedural 
justice are more likely to respond with higher organization 
engagement. Hence, employees having higher perception of 
justice in their organization are expected to feel gratified to be 
fair in performing their roles through greater levels of engagement. 
Employee engagement considered as direct predictor of financial 
Performance and success of any organization (Baumruk 2004; 
Harter et al. 2002; Richman 2006). On the other side, it is also fact 
that currently employee engagement is towards decreasing trend 
as organizations and workers both tend to be more materialistic 
(Bates 2004; Richman 2006). There is vast engagement gap can 
be seen at work places (Bates 2004; Johnson 2004). Employee 
engagement may leads to organizational citizenship behavior 
as it focuses on employee involvement and commitment which 
certainly lies outside the given parameters of any organization. 
Rukhum (2010) found a positive relationship between employee 
engagement and Organizational Citizenship Behavior (OCB).
The dimensions of OCB are in fact characteristic of employee 
engagement, but the most strongly co-related OCB dimension 
with employee engagement is “taking initiatives individually” 
which refers going an extra-mile (Dicke, 2010). 

VIII. Research Ojectives
To study the organisational citizenship behavior of faculties 1. 
in private engineering colleges.
To identify the relation of job satisfaction of faculties with 2. 
organisational citizenship behavior.
To identify the relation of organisational commitment of 3. 
faculty with organisational citizenship behavior.
To identify the role of employee engagement activities in 4. 
enhancing the organisational citizenship behavior.
To identify the antecendents of organisational citizenship 5. 
behavior of faculties in private engineering colleges in 
Lucknow.
To suggest ways of improving organisational citizenship 6. 
behavior of faculties in private engineering colleges.

IX. Working Hypothesis
Organisational commitment has a direct correlation with 1. 
organisational citizenship behavior.
Job satisfaction will have positive relationship with 2. 
organisational citizenship behavior.
Employee engagement has a direct correlation with 3. 
organisational citizenship behavior.
Employee Retention has relatedness with organisational 4. 
citizenship behavior.

X. Measuring OCB
OCBs were measured by adapting a scale taken from two 
differentstudies: Vey and Campbell (2004) and Williams and 
Shiaw (1999). In thetranslation and adaptation process of the 
measure to Turkish, a method based ona model described by 
Bristlin et al. (1973) was used, which consisted of fivesteps: 
forward translation, assessment of the forward translation, 
backwardtranslation, assessment of the backward translation, and 
a discussion withexperts.The scale was designed to measure the 
five OCB dimensions proposed byOrgan (1988), which included 
19 items in total. The dimensions were labeledaltruism (5 items), 
conscientiousness (3 items), courtesy (3 items), sportsmanship (4 
items), and civic virtue (4 items). Each item was answered viaa six-
point Likert scale: ‘almost never’ through to ‘almost always’. 
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XI. Research Methodology
The sampling technique used in this research is covenience sampling collected from the sample of 100 faculties of private engineering 
colleges faculties. The Research design is descriptive is nature and study is limited to the city of Lucknow. The study is descriptive 
in nature .The method of data collection is primary  and secondary.

Profile of Respondents
The demographics of sample consider in this study are the years of employment, qualification, martial status, gender and age.

Table 1:

Frequency Percentage

Yearsof employment

Less than 1 year 15 15%

1-2 years 10 10%
2-3 years 15 15%
3-5 years 25 25%
5years -10 years 20 20%
More than 10 years 5 5%

Qualification

Bachelors 35 35%
Masters 40 40%
Mphil/MS 15 15%

Doctoral 10 10%

Martial Status 

Single 40 40%

Married 60 60%

Age

25-30 25 25%

31-40 30 30%

41-50 20 20%

Above 50 25 25%

Gender
Male 60 60%

Female 40 40%

Table 2: 
The following table shows the query made from the faculty regarding the agreement or disagreement with the work and 
organisation.
S.NO Please indicate how much you agree 

or disagree with your work and 
organization

Strongly 
agree 

Agree Disagree Strongly 
disagree

Neither

1 I am certain how able get my work 
done

5 10 35 40 10

2 While performing the job I am able to 
explore on new areas

30 25 10 15 20

3 Rewards come only if you work hard 
on your job

40 20 10 20 10

4 Since I have worked in this 
organization the promotion policies do 
not apply practically

45 20 10 15 10

5 Promotion is given to those who able 
to  develop in terms of qualifications

50 30 10 5 5
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6 Things I do on the job will help me 
stand well on the job in the future

40 40 5 5 10

7 I am to learn from my colleagues 45 25 10 10 10

8 I work under a great deal of tensions 20 30 20 25 5

9 I am satisfied with my job 50 30 5 5 10

10 I feel of quitting my job 30 25 15 20 10

11 I help others who are absent from their 
work

40 20 10 20 10

12 I engage in activities that directly affect 
my performance

40 25 15 10 10

13 I perform tasks that are expected of me 50 20 10 10 10

14 I like to come up with new original 
ideas for handling work

40 30 15 10 5

15 I like to help others who have heavy 
work loads

30 20 25 20 5

Table 3:
S.NO strongly Agree Agree Disagree Strongly Disagree Neither
1 0.05 0.1 0.35 0.4 0.1
2 0.3 0.25 0.1 0.15 0.2
3 0.4 0.2 0.1 0.2 0.1
4 0.45 0.2 0.1 0.15 0.1
5 0.5 0.3 0.1 0.05 0.05
6 0.4 0.4 0.05 0.05 0.1
7 0.45 0.25 0.1 0.1 0.1
8 0.2 0.3 0.2 0.25 0.05
9 0.5 0.3 0.05 0.05 0.1
10 0.3 0.25 0.15 0.2 0.1
11 0.4 0.2 0.1 0.2 0.1
12 0.4 0.25 0.15 0.1 0.1
13 0.5 0.2 0.1 0.1 0.1
14 0.4 0.3 0.15 0.1 0.05
15 5.25 3.5 1.8 2.1 1.35
Mean 0.35 0.23 0.12 0.14 0.09
Standard Deviation 0.22 0.18 0.13 0.14 0.11

Data interpretation and analysis  
The following information is collected about the demographic profile of the respondents .

1. Year of Employment 
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2. Qualification

3. Marital Status 

4. AGE

XII. Results and Findings
From the study of 100 faculties of private engineering colleges 
it is found that 40% of the faculties have master’s degree, 15% 
have Mphil /MS, 10% have Doctoral, and 35% have Bachelors 
.More of the respondents have 3-5 years experience and married 
.From the survey of faculty regarding agreement or disagreement 
with the work and organization. The faculty is able to explore 
on new areas while performing job. The faculty is administered 
with faculty development programs, management development 
programs, seminars, conferences, Research and development 
.The 50 faculty members say that they are satisfied with the job. 
The faculty members are satisfied with the congenial working 
environment, opportunities for research and development, 
performance evaluation system present. The faculties in these 
private engineering colleges are satisfied and do not feel of 
quitting their job. In the private colleges faculties are recognized 
and rewarded for their work. Promotions are given to them on the 
basis of their development in qualifications and experiences.

XIII. Conclusion
Organizational citizenship behaviors are a set of behavior that are 
not captured within traditional role definitions or job descriptions. 
They  represent extra-effort by employees that is nonetheless 
essential for the organization. Organizational citizenship behavior 
of faculty is high as the faculties of these private institutions 
are more linked in terms of job satisfaction, organizational 
commitment, engagement, loyalty towards work. The faculties are 
satisfied because they get opportunities  to enhance their skills and 
competencies. With the improvement  competence level they able 
to work to the utmost and perform better leading to organizational 
performance and productivity.
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