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Abstract: Researchers have been studying different employee behaviors that are important for enhancing
success and effectiveness of an organization. Earlier studies show that HR practices have positive relationship
with organizational commitment and organizational citizenship behavior. They found Organizational citizenship
behavior to be of critical importance, which, in turn, 1s deeply affected by various HR practices. The objective
of this study was to examme mmpact of selected HR practices 1.e. Training and Development, Recogmtion and
Empowerment on organizational citizenship behavior and its importance in Pakistani NGOs. Mediating role of
Organizational Commitment was also studied. Data was collected from 131 respondents of various NGOs
working in Pakistan. The study revealed that empowerment and traimng and development practices have
significant while recognition practices have non-significant relationship with orgamzational commitment.
Organizational commitment has, in turn, significantly positive relationship with organizational citizenship
behavior. The results suggest that selected HR practices i.e. empowerment and training and development

enhance organizational citizenship behavior, strongly mediated by organizational commitment.
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INTRODUCTION

Researchers have been studying organizational
citizenship behavior from past many years [1].
Orgamzational citizenship behavior has been described as
mdividual behavior that endorses the objectives of the
organization by leading to its social and psychological
environment [2, 3] Organ [4] is one of the early
researchers of organizational citizenship behavior.
According to Organ [4] the organizational citizenship
behavior is a type of behaviors that cannot be described
formally in the job description of the employee but this
type of employee behavior plays important role in
orgamzation effectiveness and performance. There are
certain types of behaviors of employees which has more
effect on organizational performance than others [5].
The type of behaviors which are desired by an
organization from an employee but not mentioned in any
type of contract and employee cannot be bound for the
certain types of behaviors but these types of behaviors
help in augmenting organizational performance [6].

Organizational Citizenship Behavior refers to different
types of behaviors which are not asked for or described
1n job description [7].

Nowadays, easy excess to knowledge and awareness
has created extreme competition between organizations.
In these circumstances orgamzations have to keep abreast
with the ongoing change in order to protect their
competitive advantage. For this purpose, high
commitment is required from employees [8 ] Organizational
commitment 1s principally related with organizational
citizenship behavior [9]. Human resource practices have
strong impact on enhanced organizational citizenship
behaviors. Many researchers have studied the influence
of HR practices on different type of employee behaviors.
In past, researchers have evaluated the impact of human
resource practices on organizational performance and the
effect of HR practices on employee behavioral outcomes
such as efficiency, productivity, employee satisfaction,
customer satisfaction and employee commitment
towards organization, which result in high organization
performance [10]. If the work performance of the

Corresponding Author:

Muhammad Adnan Sial, Air Umversity, E9 Sector, [slamabad, Pakistan.

Cell:+92-321-8867277, E-mail: muhammadadnan82(@yahoo.com.



World Appl. Sci. J., 18 (7): 901-908, 2012

employees is recognized by their supervisors then
employee will mcline to do more than what 1s officially
required from them [11]. Empowerment is providing the
employees a sense of ownership and control over their
jobs [12, 13]. Barlier researches have established that
organizational commitment enhances consequently as the
empowerment  perception [14].
Organizational learning is alleviated by the empowerment

work merease
which eventually mcreases the level of commitment [15].
Having clear understanding of organizational objectives,
traiming and development plans for the individual can
prove success largely in favor of organization [16].
Various researchers suggested that tramming and
development 1s significantly associated to organizational
commitment [17].

The purpose of the study 1s to examine the status of
organizational citizenship behavior in Pakistani NGO
Sector. The rationale of this study 1s to analyze the
organizational citizenship behavior. This study will alse
examine the relationship of HR practices (Training and
development, empowerment and recognition practices)
and organizational commitment on organizational
citizenship behavior. This study will show why
recognition, empowerment, training and development
practices and organizational commitment is important to
mnprove orgamizational citizenship behavior and
organizational effectiveness. This study will highlight the
factors which have greater influence on organizational
citizenship behaviors and will be helpful for organizations
to establish how to develop these types of employee
behaviors.

Organisational Citizenship Behavior: According to
Organ [18] organisational citizenship behavior is an
employee’s desire to go above and beyond the
recommended roles which hefshe has been allocated.
These extra role behaviors are believed to be a factor to
the servicing and advancement of the social and mental
perspective which can handle endeavor efficiency in the
organization. An organizational citizenship behavior is
generally described by the extra work load that is
produced by the employees [19]. Orgamsational
citizenship behavior generally determine the employees’
desire to give up their effort and work together with the
company 1n order to add to the, employee satisfaction,
client support, organisational effectiveness and quality.
An enhanced orgamsational citizenship behavior
represents the employees’ convenience and desire to
experience changes for the effective rendering of novel
methods [20]. High of

of management levels
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organisational citizenship behavior show employees’ true
readiness to be mvolved m the orgamzation. Conversely,
lack of willingness to exhibit citizenship behaviors may be
a clear indication of employee withdrawal from the
organization [21, 22]. Many researchers have firm belief
that orgamization performance will mcrease when more
employee demonstrate orgamsational citizenship behavior
[23]. There significant
organizational citizenship behavior and performance of
the employees [24].

is correlation  between

Training and Development Practices: Employee training
1s an organized way of learning to improve individuals,
teams and organizational performance [25], whereas
development is a ongoing procedure of enhancing the
capacity of individuals, teams and orgamzational
performance [26] and considered to be the most
significant among HR practices [27]. Specially, Ahmad
[28] has shown that support for traming, envirommental
benefits of training and motivation for learning are all
considerably all components of
organisational citizenship behaviors. Training performs an

assoclated with

important part for the progression of relationship between
employee and management [29].

Training and development is one of the key
of organizational that
demonstrates significantly positive association with the

antecedents commitment
orgamzational commitment [30]. This mdicates the need
for companies in to create encouraging environment for
employee learning. In the same way, Dockel [17] reveal
sigmificant positive association between TandD and OCB
and this connection has been completely mediated by
built-in commitment. The mitrinsic motivation was also
found to rational the connection between TandD and
Orgamisational commitment. The control shows an
optimistic association for those with elevated intrinsic
motivation. There is a probability that intrinsic motivation
15 a leading aspect that raises orgamization citizenship
behavior like a display of employee’s satisfaction [31].

H1: Training and Development practices have significant
relationship with organizational commitment.

Empowerment Practices: According to Greer and Melvin
[32] empowerment 1s a process whereby workers enhance
their competencies to take charge of their own
development and determine the solutions of their own
problems. Empowering the employees mean decentralizing
the process of decision making, hence allowing
employees to involve themselves in the process of
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decision making, resolving problems units and work
teams. Empowerment was led to modifying knowledge
factors (evaluation of tasks) which in turn led to employee
motivation. Agarwal and Ferratt [33] have mdicated that
companies are now investing in employee empowerment
for helping them in function of decision makmg and work.
By usmg such methods workers believe that the
organization bestow value to them and then workers
present responsibility towards company. The past
research present commitment to the organization is the
casual factor of orgamsational citizenship behavior and
has substantial effect organisational citizenship behavior
[34] Empowering workers also results in creating believe
m for ther managers [35]. Empowerment has also a
positive association with employee satisfaction. Boglera
and Somech [36] have empirically established a

considerable effect of empowerment practices on
orgamisational citizenship behavior. Empowerment
mcludes commitment of employee and level of

participation [37]. Empowerment was conceived of an
mdividual locus of control, accessibility of mformation
and self-esteem [38]. Empowerment has a significant
positive impact on employee’s orgamzational commitment
[39].

H2: Empowerment practices have sigmficant relationship
with the organizational commitment.

Recognition Practices: Employee recognition is the one
of the component which drives the human behavior
and it 1s one the source of motivation of the employees
[40, 41]. A significant aspect of employee’s commitment
drives from the recogmtion they get from their
supervisors for a well done job and feel that organization
give them mmportance and they play significant role in
organization effectiveness [33, 42]. Recognition practices
talk about non monetary means (e.g., prolonged holidays,
cricket match tickets, note of thanks) by which an
organization tangibly indicates its gratitude of excellent
work and accomplishments. These methods also mnvolved
those initiatives made by the organization to employee
recommendations properly and provide them with
frequent feedback. Poor benefits and recognition can
cause burnout and an appropriate recognition is important
for employee commitment. When organization gives
recognition to employees, they feel and required to show
greater intensity of loyalty with the organization [43].

H3: Recognition practices have significant relationship
with orgamsational commitment.

903

last  three
decades the idea of organisational commitment is
[44].

correlates

Organisational Commitment: From

commitment towards
posiively  1if
to work on demanding tasks

emergent Employee

there are
[45].
Employees entrust more optimistically to the change

organization
possibilities

happening at the place of work only when they sense the
role autonomy [46]. According to O’Reilly and Chatman,
[47] the effects of organisational commitment differ
accordingly devolve on the degree of association of an
individual.  In service sector quality of the services
depend upon the organizational commitment of the
employees [48].

Organizational commitment is comprised of three
distinet significant aspects: affective commitment,
continuance commitment and normative commitment
[49]. Affective

individual's personal connection to and recognition

commitment corresponds to an
with the organization leading to a strong faith in the
organization’s goals and principles. Continuance
commitment is created as a propensity to practice

constant lines of action based on the employee’s

recogmition of the “expenses” associated with
stopping the activity. Normative commitment
indicates that  individuals display  behaviors

completely because they believe it is the correct and
ethical. Employees who are committed to the orgamzation
have positive effect on the organization effectiveness
[31]. Support must be rendered for increasing the
organisational commitment [50]. Organizations must
augment the orgamzational commitment for the retention
of the employees [51]. Previous studies demonstrate that
organisational commitment is the prognostic of OCB
because it significantly impacts OCB [39].

H4: Orgarisational  commitment  has  sigmificant
relationship with organizational citizenship behavior.

Methodology: The population for this study was non
government orgamzation employees. This
focused on all employees of different ranks in NGO sector
of Pakistan. The aim of this study was to analyze the
resources  three on
organisational and the 1mpact of
organisational commitment on OCB. Sample size for this

research

immpact of human practices

commitment

study was 131 respondents working in different NGOs in
Palastan. Convenience sampling was used to select the
respondents to mimmize any chances of discrimination 1.e.
gender, age, religion or size of organization.
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Table 1: Demographics Statistics (N = 131)

Frequency Percentage
Gender Male 88 67.2
Female 43 32.8
Age 20-30 30 22.9
31-40 51 38.9
41-50 35 26.7
51 and Above 15 11.5
Marital Status Married 93 71
Unmarried 38 29
Qualification Bachelors 24 18.3
Masters 74 56.5
MPhil 20 15.3
PhD 13 9.9
Experience Less than 1 yrs 19 14.5
1-2 y15 26 10.8
2-3yrs 32 24.4
More than 3 vears 54 41.2

Data was collected through adapted questionnaire.
Questiomnaire was comprised of two sections first section
includes the demographic variable ie., age, gender,
qualification etc. and the second section was comprised
of five parts namely OCB, TandD EMP, REC, OC.
Podsakotf [52] developed the 19 item scale to measure the
organization citizenship behavior. For measuring the
recognition and empowerment practices 14 and 9 item
scale respectively was used which were developed by
Tremblay, Rondeau and TLemelin [53]. Rogg [10]
developed the 6 item scale to measure the training and
affective

development practices. To measure the

organizational commitment 5 item scaled was used which
was developed by Meyer and Allen [49]. To analyze the
hypotheses SPSS was used, correlation and regression
tests were carried out on data.

Data Analysis and Results: Table 1 illustrates that 67.2 %
of the respondents were male while 32.8% were female.
The overall culture of Pakistan is male dominant; it is
therefore, lugh percentage of male workers exists in this
Table 1 shows that 38.9 % of the respondents
belong to the age group of 31-40 years. However,
respondents of the age group of 51 and above 11.5 % of
the total respondents. The 71% of the respondents were

sector.

married and remaimng 29 % were unmarried. Table also
shows that 56.5 % of the respondents were master degree
holder. Table 1 also shows that 41.2% of the respondents
were having working experience more than 41.2 %.

Means, standard deviations and mter-correlations of
the study variables is represented through Table 2. It 1s
worth noting that there is positive and significant
relationship of recognition practices, empowerment
practices and training and development practices with
orgamzational citizenship behavior, at p = 0.01. It 1s also
noted that there is positive and significant relationship
between organizational commitment and orgamnizational
citizenship behavior at p = 0.05. The reliability of the scale
was measured through cronbach’s alpha and for each of
the variable it was greater than .60 which 1s acceptable as
studied by Nunnally [54].

Table 2: Means, Standard Deviations, Reliabilities and Inter-Correlations of Studied Variables

Mean  Std. Deviation 1 i 1 v A%
I. Organizational Citizenship Behavior 3.34 .60 (.836)
IL. Recognition Practices 349 .60 20+ (.793)
1. Empowerment Practices 332 .69 360 1904 (.721)
IV. Training and Development Practices 3.56 .67 .26(*%) 19(%) 35(*%) (.644)
V. Organizational Commitment 3.55 .69 210%) 13 300 22(%) (.7935)

#% Comrelation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

Reliabilities are in parenthesis.

Table 3: Regression Analysis of Recognition Practices, Empowerment Practices, Training and Development Practices and Organizational Comrnitment

N=131)
Model B Std. Eror Beta T
Constant .80 .55 - 146
Recognition Practices 18 12 124 1.50
Empowerment Practices 32 11 .253 2.91 ##
Training and Development. 26 12 196 2.25%

R*=.17, Adjusted R>=15
F=8.919, df=3,127, p=.000

#*p<0.05and **p<0.01
Note: B=Un-standardized beta; SE= Standard error; 4= Standardized beta.

904
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Table 4: Regression Analysis (Organizational Commitment and Organizational Citizenship Behavior) (N=131)

Model B Std. Eror Beta T
Constant 2.594 202 - 12.853
Organization commitment 216 {057 317 3.795%

R’= .10, Adjusted R*=.09
F=14.4, df=1,129, p =.000

#p < 0.01

To test the hypotheses multiple regression
analysis was conducted in which each of the outcomes
was regressed on organizational commitment. As
shown in Table 3, it 15 observed that about 17% of the
variation in organizational commitment is accounted by
HR practices (i.e. recognitions practices, empowerment
practices and training and development practices) with F
(3,127)=8.919 and p < .001. Beta values of empowerment
practices = 2.91 at p < 0.05 and training and development
= 2.25 at p < 0.01 shows that these practices are having
significant relationship with organizational commitment.
However, it was also learnt that there 1s no significant
relationship  between recogmition practices
organizational commitment.

and

In order to find out the relationship between
organizational commitment and organizational citizenship
behavior regression analysis was done. Table 4 shows
that R* = .10 which means that about 10% of the change
in organizational citizenship behavior is caused by
orgamzational commitment at F (1, 129) = 14.4 and p = .000.
At Beta = 317 and p = .000 it is concluded that there is
significant  relationship  between  orgamzational
commitment and organizational citizenship behavior.

DISCUSSION

The analysis of the hypothesis has shown that there
is a significant relationship of empowerment and training
and development practices on orgarisational commitment.
Tt means in NGO sector if employees have empowerment
in their work and have the powers to make decision about
their work they will show more commaitment towards their
organization. The key point here is that NGOs of Pakistan
are trying to enhance the sustamable empowerment
among the community, so they feel their selves to be
empowered mn their work which will ultimately result in
organmization commitment. These test have also shown
that employees of NGOs of Pakistan are well empowered.
Empowerment plays a substantial part in enhancing the
employee commitment towards the organization [55].
There significant relationship m TandD with
organisational commitment which is in line with the results

18
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of [17]. TandD has an important role n enhancing the
skills and capabilities of the employees to achieve the
organization desired goals. Whereas through the analysis
it was found out that there is no significant relationship
between recognition and organisational commitment.
The employees of NGOs of Pakistan feel that recognition
do not play an important role in organisational
commitment, this can be due to the nature of the work
they are performing. They sense that recognition among
and from the peoples and community 1s more mmportant for
their social work they are devoted to instead of work
recognition from the orgamzation. It can also be said that
most of the studies on this construct has been carried out
on different corporate and academic sectors. The study of
Sial [56] shows a sigmficant relationship of HR practices
on organisational commitment. The point here to be
discusses 1s that the study of Sial [56] has been carried
out on academic sectors.

Organisational commitment has shown positive and
significant relationship with organisational citizenship
behavior which is according to the earlier research of
Foote [57] on the same construct. According to Foote [57]
organisational citizenship behavior is the outcome of the
organizational commitment. The organisational citizenship
behavior can never be endured if the employees are not
dedicated to the organization because this is true that if
the employees are not committed to the organization how
it is possible that employee put the additional effort
which 13 m the best attention of the organization [58].
This study has shown that the employee’s organisational
citizenship behavior is only endured when there is the
high employee commitment with orgamization.

Limitations and Suggestions: This was a cross sectional
study and there is a dire need to conduct a study which
may be the longitudinal m nature. To carry out this
research data was collected only from Islamabad, federal
capital, of Pakistan and it is suggested that a study may
be conducted for which data should be collected from
other cities of country. Tt is also suggested that a study
may be conducted for studying the mmpact of other HR
practices on OC and OCB.
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CONCLUSIONS

A lot of studies have been conducted in many of the
developed countries like America and UK through which
the impact of different variables on organizational
commitment and organmizational citizenship behavior.
There have been many studies conducted in Pakistan
to analyze the impact of different constructs on
organizational commitment and organizational citizenship
behavior. This study was also an effort to find out the
best suitable variable, which has significant relationship
with OC. This study provides help for understanding the
relationship between OC and OCB.

Pakistan 1s an under developed country and there 18
a large number of NGO’s working in Palastan, which are
striving to improve the overall economical and social
condition of the country and helping the government for
solving many problems related to human resource
development as well as health and living standard of the
This
improving empowerment and training and development
practices this sector can improve organisational
commitment which will ultimately improve the OCB of the
employees working in the nor government sector of

masses. study helped us to understand that

Pakistan which will ultimately results in uplifting the
economic situation of Pakistani commuty.
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