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Abstract
The aim of this study is to assess the organizakiantizenship
behavior of Sim Plastic Factory and how it is exeduin the existing
situation. The study employed a descriptive andoexiory research
methods, in doing adequate and accurate interpi@tat of
OCB(Organizational citizenship behavior) that adtygprevailed in
the association as well as for defining and clanfy problems
respectively. Aiming at addressing the general cdbje of the study
that is to assess organizational citizenship betrawd the above
mentioned Factory, certain research questions werenulated and
discussed sufficientlyAs a result most of the employees in the
organization are not satisfied with their currenbjand the salary they
have earned. In addition to this the study shovet thmost of the
employee aren’'t satisfied with the existing leatgp style since it
doesn't invite employee at any decision making gsecand help not
them to reflect citizenship behavior.
Keywords: organizational citizenship, leadership style, Simasic
Factory

1. Introduction

The world is looking forward to high performanceganizations, which
would provide high job satisfaction to their emmeg and would also
cherish excellence and effectiveness. This couldati@eved if we

could develop organizational citizenship. Organarat citizenship

behavior is an individual behavior that is disaedry, not directly or
explicitly recognized by formal reward system, ahdt in aggregate
promotes the effective functioning of the organaat (Organ, 1988,
P.4)

Organization citizenship behavior is the employdxkavior excluding
the assigned responsibilities so the employees satilsfy to perform
from organizational benefits without any requireterfirom
organization. OCB will make good results for emgey and
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organization and it's also relevant to results mee organization.
(Organ, 1988, P.4)

Organizational citizenship behavior is not a pafrtan employee’s
formal job requirement but promotes effective fimaing of
organization .Living in an environment that changdmmatically
employees that participate in a good citizenshipalbi®r are becoming
essential. The seven dimensions of organizatiotiabnship behavior
categorized by (Podsakoff, 2000:516- 526) are:

* Helping behavior involves voluntarily helping otkemith, or
preventing the occurrence of work-related problems

» Sportsmanship defined as a willingness to tolethee inevitable
Inconveniences and impositions of work without céairpng

» Organizational loyalty involves promoting the orgation to
outsiders, protecting and defending it against reslethreats, and
remaining committed to it even under adverse camut

» Organizational compliance internalization and ataepe of the
rules, regulations and procedures which resultsainscrupulous
adherence to them, even when no one observes otarsocompliance.
* Individual initiative is voluntary acts of creatiyiand innovation
designed to improve one’s task or the organizasiopérformance
persisting with extra enthusiasm and effort to agalssh one’s job.

» Civic virtue is willingness to participate actively governance of
organization.

» Self-development includes voluntary behaviors elygds engage
into Improve their knowledge, skills and abilities.

SIM Plastic Factory was established in 2002 .thenQany’'s head
guarter is located at Gerji (Addis Ababa).SIM proelsia wide range of
plastic products including: shopping bag, packiagdand other plastic
products. It had 3 employees when it was firstldsiaed, now it have
65 employees. In organizational hierarchy structaey be flatter, or
less emphasized, especially in small or mediumdsinesinesses, it is
important to have good relationship among co-waKaeging helpful
and supportive of colleague in a way that bendfigsorganization. It is
important that the employees of SIM show organireti citizenship
behavior. SIM plastic factory has made amendmenmtsalaries and
other benefits; this may motivate employees to wadere but it not
guarantee that OCB will be widely seen amongsimbekforce because
money is not an only motivating factor. (Compangdbiure)
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1.1 Statement of the Problem

Organizational citizenship behavior in organizatitheory context
appears as a cooperation system and people widgsgto contribute
and work to a cooperation system and an absolwjairesment in

organization. OCB is individual's extra-role bel@aviMain principle

of OCB is used for some period of time and if maw®ople do it

behaviors, it can improve organizational effecte®sn It is because
OCB plays an important role in social process ofp@cal exchange at
organization (Organ, 1988, 2006:P3). Moreover othathors also
defined Organizational Citizenship Behaviors ass¢h@xtra work-

related behaviors which go above and beyond thdineuduties

prescribed by their job descriptions or measurefbimal evaluations.
Since these efforts are made beyond the requirenspetcified in the
job description, their presence cannot be enforGemd organizational
citizens work hard for their Organization and itsssion. (Podsacoff
and Mackenzie: P45)

The vast majority of organizational citizenship &elor research since
has focused on the effects of organizational aishg behavior on
individual and organizational performance. One la# tifficulties of

organizational behavior is that, it is difficult tee measured in a
structured manner, like many organizations theeesame people who
show organizational citizenship but the goals sthdm to see this
behavior in most if not all of the employees. Iti® wonder that
organizations want to see this behavior in theirpleyees but

organizational citizenship behavior is not someghto be gained
simply by desire various authors have tried to tifierwhat makes

employees feel a sense of belongingness. Achiedi@B is easier said
than done. Making an employee feel belongingnessdompany takes
great amount management commitment and new cogyanalture

because changing the behavior of work force igherowords changing
the culture of the organization.

This study assessed organizational citizenshipwehaf Sim Plastic

Factory and how it is performed in the existingigiton. The student
researcher was interested in the concept and cteditius research to
further understand about organizational citizensbghavior in the

organization.
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1.2 Research Questions

* What is the level of employee satisfaction withithebs?

 What is the leadership style of the organizatiod &ow does it
affect the citizenship behavior?

 What is the level of organizational citizenship @&elbr in Sim
Plastic Factory?

1.3 Objective of the Study
This research has general and specific objectivellasvs

1.3.1 General Objectives

The general objective of the study is to assessnzgtional citizenship
behavior in SIM Plastic Factory

1.3.2 Specific Objectives

» To investigate level of employee satisfaction withir jobs.

» To identify the leadership style of the organizatamd how it affect
the citizenship behavior

» To explore the level of organizational citizenshighavior in Sim
Plastic Factory.

1.4 Significance of the Study

This study is important for different parties irffeient perspectives.
The researcher assumes that this paper may cdetrdbdot to the
company [SIM] by managing properly so as to acmgwrganizational
citizenship behavior objective. It creates good apmity for student
researcher to get more knowledge on the topic arithte experience
in conducting research. It can serve as input foeroresearcher who is
interested to do future study on the same topic.

1.5 Scope/ Delimitation of the Study

The research focused on the motivation of employa®ards showing
Organizational citizenship behavior. The researcised the employees
of SIM which is located at head quarter becausectimepany does not
have branches. The period of data for this studyfnam 2010-2015.

2. Research Design and Methodology

2.1 Research Design

Descriptive research design and exploratory rebedesign was used
in this study. Descriptive research design was aseitlis a fact finding
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research which give adequate and accurate intatjgmet It describes
the current situation of OCB actually exists in thgsociation and
exploratory research design was used as it aimsfating or clarifying
problems.

2.2 Population and Sampling Technique

The unit of analysis for this research was the manaand all
employees of Sim Plastic Factory. The populatiae sif manager and
employees for this study is 65.as the populatiobel®ow 100 census
was used considered as a frame work the primamwy. ddterefore, all
employees and manager of Sim were considered kectohe primary
data.

2.3 Types of Data Collected

In order to get sufficient and relevant informatialbout the study the
researcher was using both primary and secondaay Hat the primary
source it includes employees, supervisors and neanagile to get
secondary data like books, publications and otksvurces reviewed.

2.4 Methods of data collection
Primary data was collected by conducting intervigmd distributing
guestionnaire. The interview was conducted with MRnager and
guestionnaires were distributed to the employeesoi&dary data was
collected by using the company’s document and hooks

2.5 Data Analysis Method
Both quantitative and qualitative data analysis wsed by the student
researcher. Quantitative data analysis was usedrtonarize findings,
percentage was computed to get total picture d dats presented in
the form of table. Qualitative data analysis wafdugor answer
collected from interview.

2.6 Limitation of the Study
There were some factors that affected the studyabe continued as
expected. Among these factors the following aretrorad
* Questionnaires were not fully returned
* Some of employees were not willing to fill the quesnaires
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3. Data Presentation, Analysis and Interpretation

This section contains the analysis and interpataf the result
obtained from the questionnaires and interview fra@@spondents of
Sim Plastic Factory. The student researcher hadritdited 65
guestionnaires and 57 of them were collected armetd which means
a responsive rate of 88% was achieved data gatheseel organized
and analyzed. The main purpose of this researclo istudy the
relationship between organizational citizenshipawetr as independent
variable, job satisfaction and leadership. Thislgtaims to achieve the
research objective as well as answers the resgagstions highlighted
in chapter one.

Table 1: General Characteristic of the Respondents

No Variables Naof Percentage [%
respondents
1) sex * Male 34 59.65%
* Female 23 40.35%
Total 57 100%
2) age e 18-25 7 12.28%
. 26-30 14 24.56%
19 33.33%
* 3135 10 17.54%
* 36-40 7 12.28
* Above 40
Total 57 100%
3) educational level | o« primary school 5 8.77%
* Certificate 20 35.09%
. 26 45.61%
* Diploma 7 8.77%
* degree 1 1.75%
¢ above first degree
Total 57 100%
4) position in the * Manager 0 0%
company « Sales person 4 7.02%
1 1.75%
* Secretary 52 91.23%
* Other
Total 57 100%
5) Year of service in | o |ess than a year 37 64.91%
the company « 1-5 years 9 15.79%
7 12.28%
* 5-10 4 7.02%
* Above 10 years
Total 57 100%
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As indicated in question 1 of table 1, a total of Bmployees
respondents were given questionnaires and thesdopes are of
34(59.65%) were male and 23(40.35%) were fematen fihis we can
infer that, the majority of sample respondentsraade. In question 2 of
table 1 implies that 19(33.33%) of them are in lesw 31-35,
15(26.32%) of them are in between 36-40, 14(24.56%6)them
between in 26-30, 7(12.28%) of them are betweelB#25 and the rest
2(3.51%) are above 40.This shows that the majofityespondents are
on age group between in 31-35. From this fact wedssduce that most
of the employees are well experienced for theirkwdiis helps the
organization to operate adequate work force.

In question 3 of table 1 the education level ofpkyees explained
detail 5(8.77%) of employees are high school cotep0(35.09%) of
employees have certificate, 26(45.61%) of employaesin diploma
level, 7(8.77) of employees are degree level atd’506) Of employees
are masters level. As a result most of employeeg4%.61%) diploma
level. This implies that the organization have eded workforce.

With respect to years of experience the majori#4(63.91%) reported
that they have worked in their current job in th@ge of less than 5
years. the rest responded 9(15.79%) of them 6-Hdsy&(7.28%) of
them 11-15 years and 4(7.02%) of them above 15didkice that the
organization doesn’t properly retain its workerkisTimplies that there
is a turnover in the organization.

3.1 Analysis of Major Finding on Employees AssessmeQuestions
3.2 Organizational Citizenship Behaviors

3.2.1: Conscientiousness and Sportsmanship

Sportsmanship is exhibiting no negative behavioenmvkomething does
not go as planned. Also maintain a positive atétegen when things
do not go their way (Podsakoff, 1997).

Conscientiousness is as behavior that suggestasamnable level of
self-control and discipline which extends beyonde tminimum
requirements expected in that situation. This bemawmdicates that
employees accept and adhere to the rules, regulama procedures of
the organization (Organ, 1998)
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Table 2: Conscientiousness and Sportsmanship

Conscientiousness No of Percentage
respondents

1) I voluntarily work for long hours

Strongly disagree 4 7.02%
Disagree 23 40.35%
Neutral 11 19.29%
Agree 12 21.05%
Strongly agree 7 12.28%
Total 57 100%

Sportsmanship

2) | consume a lot of time complaining about
trivial matters

Strongly disagree 3 5.26%
Disagree 22 38.59%
Neutral 19 33.33%
Agree 6 10.53%
Strongly agree 7 12.28%
Total 57 100%
3) | often feel like there is too much work to do

Strongly disagree 3 5.26%
Disagree 1 1.75%
Neutral 8 14.04%
Agree 31 54.39%
Strongly agree 14 24.56%
Total 57 100%

Source: questionnaire

As can be seen in the above table for questionrdm fthe total
respondent 4(7.02%) strongly disagree, 23(40.35%%agdee,
11(19.29%) neutral, 12(21.05%) agree and 7(12.25%H)em strongly
agree that they voluntarily work long hours. ThHi®ws that majority of
employees 47.37% do not volunteer to work for Itwgrs. From this
we can deduce that “Conscientiousness” is low encthmpany.

Distribution of respondents from the above tabl#idates for question
2 that, on average of 19(33.33%) of the employesther agree or
disagree on consuming a lot of time complainingualidvial matters
while 7(12.28%) strongly agree, 3(5.26%) of themorggly disagree,
22(38.59%) of them disagree and 6(10.53%) of thepleyees agree,
majority of employees 43.56% disagreed. This desludbat
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“Sportsmanship” is high in the organization so mplies that
employees have positive attitude even when thimgaat go the right

way. From the response portrayed in the above tdi@eemployees
responded on having too work to do 3(5.26%) of #mployees
strongly disagree, 1(1.75%) of them disagree, 8@%) of them
neither agree nor disagree, 14(24.56%) stronglgeagnd 31(54.39%)
agree. This deduces that most of the employeedilteethere is work
overload.

3.2.2 Civic virtue and Organizational Loyalty

Civic virtue is how well a person represents araargation with which

they are associated. Employees who feel strongemiom with their

work place are more likely to be productive andeetive workers

Organizational loyalty is spreading goodwill andotecting the

organization. Entails promoting the organizatiomtsiders, protecting
and defending it against external treats and rengicommitted to it

even under adverse conditions (Borman & MotowidR97)

Table 3: Civic Virtue and Organizational Loyalty

Civic virtue No of Percentage

1) | attend meeting that are not mandatory but respondents

considered important

Strongly disagree 4 7.02%
Disagree 9 15.79%
Neutral 12 21.05%
Agree 24 42.10%
Strongly agree 8 14.03%
Total 57 100%

Organizational loyalty

2) | am willing to stand up and protect the repotabf
the company

Strongly disagree 2 3.51%
Disagree 5 8.77%
Neutral 12 21.05%
Agree 27 47.37%
Strongly agree 11 19.29%
Total 57 100%

3) I am willing to put a great deal of effort beybn
normally is expected in order to help this orgatiiza
to be successful
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Strongly disagree - -

Disagree 1 1.75%
Neutral 7 12.28%
Agree 29 50.88%
Strongly agree 20 35.09%
Total 57 100%

Source: questionnaire

As indicated in question 1 of table 3 above empisywere asked if
they attend meeting that are not mandatory butidered important.

4(7.02%) strongly disagree, 9(15.79%) of the emgdsy disagree,
24(42.10%) of the employees agree, 8(14.03%) of éhwloyees

strongly agree and 12(21.05%) of the employeesheeiagree nor
disagree this deduce that majority of employee888.agree but there
are employees who disagreed so the company shasldgnd motivate
its employees to attend this meetings becausdlibwibeneficiary for

their work. From the interview conducted with th&® Hinanager the
response was that civic virtue is being highly pcad in the company.

Distribution of respondents from above table 3 catkks that, on
average from total of 57 respondents 5(8.77%) obleyees disagree
on willing to stand up and protect the reputatidntlee company,

2(3.15%) of them strongly disagree, 12(21.05%) hegitagree or
disagree,27(47.37%) of them agree and 11(19.29%hevh strongly

agree from this we can deduce that most the emgdoy®.29% are
willing to stand up to protect the reputation ok thompany. Also
implies that employees are loyal to the organizatio

According to table 3 question 3, employees resptmseélling to put a

great deal of effort beyond normally is expectedider to help this
organization to be successful on average from §gamrdents 1(1.75%)
of them disagree, 7(12.28%) of them neutral, 20@%) of them

strongly agree, while 29(50.88%) agree. this dedoatthe employees
are willing to put a great effort for the organipatto be successful.
This shows that most of the employees 64.09% censitemselves as
a citizen of the company. This implies that it tsethe organization to
be successful.

From the response we can determine that employeetyal to the

company and “organizational loyalty” is being preetl in the

company. From the interview conducted with the HRnlslger, the HR
Manager responded that employees are loyal to ahgany and they
make effort to make the organization successfulasd the company

108 Research and Knowledge Management Offi&.d¥lary’s University



Proceedings of thé'9Annual National Student Research Forum, July 2015

tries to maintain their employee’s loyalty by prdvig good working
condition, by providing compensation and by makiingy feel free to
give their opinion.

3.2.3 Altruism

Altruism is a desire to help or other-wise assisbther individual,
while not expecting a reward in compensation foat thssistance.
Altruism in a work place leads to productivity armadfectiveness
because it encourages good inter-employee relaf@rgan, 1990)
Table -4 Altruism

Altruism No of Percentage
1) | help others who have been absent respondents

Strongly disagree 2 3.15%
Disagree 9 15.79%
Neutral 11 19.29%
Agree 27 47.37%
Strongly agree 8 14.03%
Total 57 100%

2) | help others who have heavy workload

Strongly disagree - -
Disagree 5 8.77%
Neutral 1 1.75%
Agree 32 56.14%
Strongly agree 19 33.33%
Total 57 100%
3) | help orient new people even though it is ngt

required

Strongly disagree - -
Disagree 7 12.28%
Neutral - -
Agree 17 29.82%
Strongly agree 33 57.89%
Total 57 100%

4) | am willing to help others who have work
related problems

Strongly disagree - -

Disagree 1 1.75%
Neutral 17 29.82%
Agree 16 28.07%
Strongly agree 23 40.35%
Total 57 100%

Source: questionnaire
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As it is revealed in table 4, 2(3.15%) stronglyadicee on helping
others who have been absent and 9(15.79%) of thesagree,
11(19.29%) of them neither agree nor disagree, 23746) of them
agree and 8(14.03%) strongly agree. from thisvigtan deduces that
employees help each other when a colleague is ab&srshown in
above table 4, employees response to helping othdrs have
workload 5(8.77%) of them disagree, 1(1.75%) ofrtheeither agree
nor disagree, 32(56.12%) of them agree and 19(%d.38f them
strongly agree. From this we can deduce that mbsteo employees
65.33% help each other when they have work overload

According to the result organized in question 3aifle 4, employees
response to helping orient new people even thotugsh mot required
7(12.28%) of employees disagree, 17(29.82%) of eysgals agree and
33(57.89%) of employees strongly agree. This desltitat majority of
employee 74.89% help orient new employees. Ther gd®ilt shown
on the table is concerning willing to help othefdsowhave work related
problems, 1(1.75%) of them disagree, 17(29.82%)thafm neither
agree nor disagree, 16(28.07%) of them agree a0 232%) of them
strongly agree. From this we can deduce that erepwre willing to
help employees who have work related problem. Fitbe above
analysis one can deduce that the employee’s help ether and this
leads to productivity and effectiveness becausenitourages good
inter-employee relations. This shows “helping betidvis high in this
organization. From the interview conducted with HR Manager, the
HR Manger responded that the employees willinglp le&ach other in
different situations and that “altruism” is beingytly practiced in the
company.

3.2.4 Courtesy and Individual Initiative

Courtesy is as behavior which is polite and consiole towards other
people and trying to prevent problems (Podsak@®02557)

Individual initiative is behaviors include volunyaacts of creativity and
innovation designed to improve one’s task or thganization’'s
performance. This behavior shows employees goinigovia and
beyond” at call of duty (Organ, 1998:23)
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Table -5 Courtesy and Individual Initiative

Courtesy No of Percentage
respondents

1) I am willing to coordinate and communicate with

colleagues

Strongly disagree - -

Disagree - -

Neutral 7 21.28%

Agree 31 54.39%

Strongly agree 19 33.33%

Total 57 100%

2) | avoid taking action that hurt others

Strongly disagree - -

Disagree - -
Neutral - -
Agree 37 64.91%
Strongly agree 20 35.09%
Total 57 100%
3) | take a step to try to prevent problems witheot

workers

Strongly disagree - -
Disagree - -
Neutral 27 47.37%
Agree 13 22.81%
Strongly agree 17 29.82%
Total 57 100%

Individual initiative

1) I do not mind taking new challenging assignment

Strongly disagree 5 8.77%
Disagree 22 38.59%
Neutral 3 5.26%
Agree 17 29.82%
Strongly agree 10 17.54%
Total 57 100%

Source: questionnaire

As shown in table 5 item 1, employees response dhngv to

coordinate and communicate with colleagues, 7(22)2&f them

neither agree nor disagree, 31(54.39%) of themeagnel 19(33.33%)
of them strongly agree on. Majority of employeeseagd 87.72%. From
this one can infer that coordination and commui@oatamong
employee is high. This helps the organization tuexe organizational
citizenship behavior without a lot of difficulty.oF question 2 on the
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above table , employees response on avoiding takotign that hurt
others, 37(64.91%) agree while 20(35.09%) of emgdsy strongly
agree. From this we can deduce that employees eagecareful and
they avoid any action that may hurt others.

On issue regarding taking a step to try to preyeablems with other
workers employees responded, 27(47.37%) of therthereagree nor
disagree, 13(22.81%) of them agree and 17(29.82%)eon strongly
agree. From this one can deduce that most of thogees 52.63% try
to prevent problems with other workers. From ini@mw conducted
with the HR Manager, the HR Manager responded eéhgiloyees try
to prevent problems with each other and that engasytry to reduce
intergroup conflict.

When figure from the above table is aggregated rdsailt reveals
that,10(17.54%) of them strongly agree ,5(8.77%jhem strongly
disagree, 3(5.26%) of them neither agree or digadgt@(29.82%) of
them agree and 22(38.59%) of them strongly disagmesilling to take
new challenging assignment. this deduce that mgjofi employees
47.37% are afraid to take new challenging assignhimeinthere are also
some number of respondents that answered strogghe and agree so
the company should motivate its employees to take assignments.
this shows that “Individual initiative” is low irhe organization.

3.2.5 Self-development and Organizational Compliarec
Self-development includes voluntary behaviors elygds engage in to
improve their knowledge, skills and abilities (Ggerand brief,
1992:146). Organizational compliance an employe® wéligiously
obeys all rules and regulations even when no omaishing (Graham,
1991:252)
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Table 6: Self-development and Organizational Compdince

Self-development No of Percentage
respondents

1) I try to self-study to increase the quality afni
out put
Strongly disagree - -
Disagree 9 15.79%
Neutral 3 5.26%
Agree 11 19.29%
Strongly agree 34 59.65%
Total 57 100%

Organizational compliance

1) | do not take extra breaks

Strongly disagree 3 5.26%
Disagree 1 1.75%
Neutral 10 17.55%
Agree 26 45.62%
Strongly agree 17 29.82%
Total 57 100%

2) | obey company rules and regulations even when
no one is watching

Strongly disagree - -

Disagree 2 3.50%
Neutral 8 14.04%
Agree 20 35.09%
Strongly agree 27 47.37%
Total 57 100%

Source: questionnaire

Distribution of respondents from the above tableqgéestion 1
employees responded on try to self-study to inerélas quality of out-
put, 9(15.79%) of them disagree, 3(5.26%) of themtral, 11(19.29%)
of them agree and 34(59.65%) strongly agree. THedece that most
the employees 78.95% try to improve their qualityoot-put and that
“Self-development” is high in the organization. Fhihelps the
organization to achieve organizational citizenshghavior without a
lot of difficulty. According to the above table @iegtion 2, employees
response to not taking extra breaks, 3(5.26%) @&mthstrongly
disagree,1(1.75%) of them disagree, 10(17.55%) haimt neutral,
26(45.62%) of them agree and 17(29.82%) of therongty agree.
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From this one can deduce that most 75.44% of th#mmes agreed on
not taking extra breaks.

As shown in above table 6 question 3, employeqgsorese to obeying
company rules and regulation even when no one tishivay, 2(3.50%)
of them disagree, 8(14.04%) of them neutral, 2Q@%) of them agree
and 27(47.37%) of them strongly agree. From thiscame infer that
majority of employees 82.46% obey company rule @gailation even
when no one is watching. “Organizational complidnisehigh in the
organization. From the interview conducted abouwhat is the level
of organizational citizenship behavior in the compahe HR Manager
stated that citizenship behavior is being highlyagbiced in the
company and it helps the company to be successful.

3.3 Leadership
Leadership has been found to be an important patadic of
organizational citizenship behavior (Podsakoff, @934)

Table-7 Leadership Styles

Leadership No of respondents Percentage
Type of leadership style the company follow

Autocratic Leadership style 21 36.84%
Democratic Leadership style 13 22.81%
Laissez faire Leadership style - -
Other - -

| don’'t know 23 40.35%
Total 57 100%

1) the leadership style used help employees reflect
organizational citizenship behavior

Strongly disagree 12 21.05%
Disagree 26 45.61%
Neutral 3 5.26%
Agree 10 17.54%
Strongly agree 6 10.52%
Total 57 100%
2) employees are involved in key decision making

Strongly disagree 1 1.75%
Disagree 26 45.61%
Neutral 23 40.36%
Agree 7 12.28%
Strongly agree - -

Total 57 100%

Source: questionnaire
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Distribution of respondents from the above tablquéstion 1 indicated
that, on average from a total respondents 21(36).8#%@mployees
responded the type of leadership style used iscetio leadership
style, 13(22.81%) of employees responded demodesership style
and 23(40.35%) of employees responded | don’t krfenem this we
can deduce that respondent’s point of view thedestdp style being
exercised is more of autocratic 22.81%. from therinew conducted
with the HR Manager, the HR Manager responded ttiateadership
style is democratic leader, also the manager belieat the style of the
leader are best for the company and argues thatdémeocratic
leadership style is better to organizational suecbscause it is
participatory and gives equal rights to all members

The other result shows that on the table 7 queskiporoncerning
leadership style used help employees reflect orgdinnal citizenship
behavior, 26(45.61%) of them disagree, 12(21.05%¢hem strongly
disagree, 3(5.26%) of them neutral, 6(10.62%) efrttstrongly agree
and 10(17.54%) agree. From this one can deducdehdérship style
used is not helping employees (66.66%) refleczeitship behavior so
the organization should consider making the em@ayere involved.
From the interview conducted the HR Manager poirgatl that the
leadership style used is democratic and help erep®yto reflect
organizational citizenship behavior.

In addition to table 7 question 3, employees respda being involved
in key decision making they responded as follow4,76%) of them
strongly disagree, 23(40.36%) of them neutral, 264%) of them
disagree, 7(12.28%) of them agree. From this we deduce that
majority of the respondents 47.37% disagree and stsne of the
respondents response 40.36% was neutral this themimdicator that
employees are not involved in key decision makirtge.result obtained
from the interview with the HR Manager showed ttiet employees
are sometimes involved in decision making. Thia ood implication
the company should work on.

3.4 Job Satisfaction

Organizational citizenship behavior is positivetyated job satisfaction
.positive feeling motivate organizational citizeslbehavior directed
at individuals.
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Table 8. Job Satisfaction

Job satisfaction No of respondents | Percentage
1) The work am assigned to perform

| am not satisfied 21 36.84%
| am only slightly satisfied 19 33.33%
| am satisfied 12 21.05%
| am very satisfied 5 8.77%
| am extremely satisfied - -
Total 57 100%
2) The amount of salary receive

| am not satisfied 31 54.39%
I am only slightly satisfied 17 29.82%
| am satisfied 6 10.52%
| am very satisfied 3 5.26%
| am extremely satisfied - -
Total 57 100%
3) The amount of compensation | receive.

| am not satisfied 17 29.82%
I am only slightly satisfied 20 35.09%
| am satisfied 11 19.29%
| am very satisfied 5 8.77%
| am extremely satisfied 4 7.01%
Total 57 100%

Source: questionnaire

According to table 8 given below regarding job Satition, in question
1 employees were asked about the work they argnassto perform

,21(36.84%) of them answered am not satisfied, 39@%) of them

answered am only slightly satisfied, 12(21.05%hefm answered | am
satisfied, 5(8.77%) of them answered | am verysBad. from this we

can deduce that most of the employees 36.84% drsatisfied and
slightly satisfied with their current work so thengpany should take
some measures.

As revealed in question 2, employees response aheuamount of
salary they receive, 31(54.39%) of them not s&iikfil7(29.82%) of
them only slightly satisfied, 6(10.52%) of them agdisfied, 3(5.26%)
of them very satisfied, from this one can deducat tmajority of

employees 54.39% are not satisfied with the amafnpay .the
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company should consider raising the amount of gal@r the
employees.

As revealed in question 3, respondents were adbedt ahe amount of
compensation they receive, 17(29.82) of them nixgfsad, 20(35.09%)
of them only slightly satisfied, 11(19.29%) of thesatisfied, 5(8.77%)
of them very satisfied and 4(7.01%) of them extrignsatisfied. from
this we can deduce that majority of employees 3%.@8e only slightly
satisfied with the amount of compensation they Jdéte company
should give its employees compensation for themetomotivated and
encouraged to their work.

From the interview conducted with the HR Managee, HR Manager
assumes that the employees are satisfied regatdeig current job
they are performing, the amount of salary they ayad the working
Environment they work in. And also about what awsiare being under
taken to have workers satisfied the manager resgubtitat they give
employees compensation, salary raise from timerte, tpromotion and
other benefits for employees to be motivated andkwiard for the
success of the company.

4. Conclusions

On the basis of the finding the following conclusiwere forwarded.

* The study shows that most of employees’ job saiisfa level
affects the way the employees within the orgariratoperate,
especially the way they show organizational citstep behavior
since they are positively related. The employedh@norganization
are mostly not satisfied and only slightly satidfigith their current
job, and also the amount of salary they receivegaRng the
compensation they receive employees are slightigfiea .From
the respondents responses it can be concludectingibyees are
only slightly satisfied and these have a negatimpact on their
organizational citizenship behavior.

» The leadership style of the organization and owmional
citizenship behavior are highly related and it hasay of affecting
employees. Most of response received shows thatletiaership
style being practiced is not involving employeesl@tision making
process and it does not help employees refleaetiship behavior.
Organization uses democratic leadership style ey perform the
autocratic leadership style the researcher concltitkt the
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5.

leadership style can have a high impact on emp&ysformance
and on how they reflect their citizenship behavior.

From the finding, Organizational citizenship beloasi have
positive effect on the organization. Employees @anashagers have a
positive attitude on the existence of organizatiooidizenship
behavior.

Recommendation

According to the majorities that have been disalisse far the
following points are recommended by the studergaesher.

The practice of organizational citizenship behavior the
organization is high, but there were some negatgponses. The
organization should take measures by providingad gmvironment
and try to improve by inspiring and motivate the pbogees to
achieve organizational success.

The leadership style being used should be morehimg and
participatory in order to achieve the company’s|gdhciently and
effectively. The organization should provide suggesbox so that
they can have an opinion and for employees togpatie in decision
making process.

To achieve employees’ job satisfaction the compshguld take
payment in to account the first suggestion is austh provide higher
compensation, promotion and other motivational miges. So that
they will care about the quality of their work.

The company should practice job rotation for empks/so that they
will be more effective in their job.

As the employees have advocated in the questi@mdnere is a
work overload. The organization should recruit mereployees to
decrease the work overload.

The organization should revise the salary scatbeemployees.
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