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AN ORGANIZATIONAL CITIZENSHIP BEHAVIORSOCB) MODEL AND
SMEsSEMPLOYEES OCB

ABSTRACT

This paper has two mgor purposes. One is to suggest a vaid OCB definition and modd.
The other is to andyze SMEs employees OCB problems and their causes by comparing the
OCB of SMEs employees with that of large enterprises employees based on the previoudy
vaidated OCB modd.

For the first one, this paper defined OCB as individual members responsible behaviors
corresponding to the rights encumbered by the belonging organizations. Based on the OCB
congtruct, it suggested a nomologica network “employees rights> rdationd ties> OCB
responghilities’, and vdidated it usng Korean employees data collected from the six
companies including SVIEs and large enterprises.

The comparison of OCB between SMEs employees and large enterprises employees
showed that overdl large enterprises employees OCB was higher than that of SMEs
employees, and that the differences in their obedience and functiona participation were very
sgnificant.
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INTRODUCTION

With rgpidly changing business environments, workers dysfunctional behaviors such as
ther selfishness, low organizationd commitment, and scarce responsibilities are appearing as a
critical issue in human resource management. In some APEC countries, such behaviors
threaten even the survivad of companies. Smdl and medium sized enterpriseS SVMIES) which are
relatively wesker in their technological and financia resources compared with large enterprises
are likdy to be more fragile to such behavioral changes. For SVIES prosperity, therefore,
sugtaining SMIEs workers' behaviors positively must be more important than any other things.

Viewed from the point, it is worth to ressarch on the organizationa citizenship
behaviors OCB), which are increasingly emphasized by both HRM scholars and managers.
However, 9nce the terms “citizen” and “citizenship” are employed in a variety of ways with a
range of meanings, from precise and limited to vague and broad, OCB scholars and managers
have not yet come to an agreement about what OCB redly means. This not only further
increases the potentia ambiguity and subjectivity of the OCB condruct, but dso prevents
OCB sudies from dedling with the core problems brought by such behaviord changes.

Accordingly, firg this study is to suggest an OCB definition and modd and to assess
them, and secondly to compare OCB between SMEs and large enterprise workers, based on
the previoudy suggested OCB definition and modd.

DEFINITION ON OCB

Ealy organizationd researchers defined OCB as individua employees behaviors that
are above and beyond their role requirements and that are organizationdly functiond. Almost
recent OCB researchers are till relying on the definition, only showing a little differencesiin
their operationd definitions and dimensons. However, recently the congruct vaidity of the
definition has been criticized. In practice, the role perceptions in organizations are rarely fixed
and the criteriato discern whether the roles are organizationdly functiond are unclear. Relying
on the definition, therefore, is likely to continue increesing the potentid ambiguity and
subjectivity of OCB themsdves. Some people understand its dimension as dtruism, courtesy,
consciousness, sportsmanship, compliance, or etc. Others understand it differently. Such
ambiguity and subjectivity bothers even further OCB studies to continue.

Origindly, dtizenship is the term derived from geopolitical arena. Current political
sciences generdly describe it as the status and role which defines the authority and obligations
of individua members of a community(Cooper, 1986). The status and role may be formaly
codified in terms of qudifications, rights, and obligations by congtitutions, charters, and laws,
or informaly determined by vaues, tradition, and consensus. Thus, a dtizen is one who
qudifies for the datus of citizenship as prescribed formdly or infformdly by a particular
community, and who is encumbered with the obligations assgned to this role by tha
community. On the other hand, a non-citizen is one who does not have the qudifications for
the gatus of citizenship and the obligations assigned to this role by that community. The
essentid differences between citizens and non-ditizens are in their satus and role. Eventudly,
the differences arise from whether they have membership in a particular community. 1t will be
clear when we review the higory of the Old and Middle Ages, and of modern ages, western
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or orientd communities. Just until the democracy based on humen freedom and equdity had
become a common rule to ded with whole societies, only a smdl group of privileged people
among tota population belonged to the dtizens. At that time, however, citizen rights
encumbered by ther citizenship were more emphasized rather than its obligations. Some
higoricad events such as French Revolution, American Independence, and Indudtrid
Revolution provided the traditiona citizenship with a greet turning point. They brought about
great disturbances in the whole society including political, socid, and economic aress.
However, since there was no a certain dternative to maintain whole societad stability a that
time, it could not help accepting dl population as citizens who had rights and obligations as
well.

These changes in the civic citizenship tradition continued to spread into al societd aress,
aong with the maturity of indudridism and the following expanson of the middle classes. On
the other hand, the recognition that depending on the economic exchanges between employers
and employees had some limitations to increase industrid production had aso worked as an
important factor. As the result of these changes, citizenship has aso become a common rule to
ded with industrid organizations, as well as political system. In the process, the obligeations
corresponding to the rights become more emphasized rather than the rights themsdlves.

Based on the logic suggested in the above, we can define OCB as individud members
responsible behaviors corresponding to the rights encumbered by their belonging organizations.
That is, the OCB congtruct is composed of three main components. membership, members
rights, and members responghilities.

OCB MODEL

Each component of OCB construct does not exist alone, respectively. They are closely
intertwined each other. They make a network such as "rights-> membership-->
responghbilities’. That is, employees perception on her or his rights in organization affects the
drength of reationa ties, and employee's responsble behaviors. We can depict the
relationship of the three components as follows:

. Relational Ties i i
Perception on the es Responsible Behaviors
individual Right between Individual
individual Rights and Organization * Obedience
in organization > » « Loyaity

« Organizational » Functioal Participation
* Qutcome Fairr_wess Commitment « Social Participgtion .
* Procedural Fairness » Advocacy Participation

Figure 1: OCB Modd

Then, how can we specify the OCB components respectively and measure them? It
may depend on our creativity and our background knowledge on organizatiors.

Model Specification
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Individud Employees Rights

Generdly individud employees rights are codified formaly by government laws,
company rules, joint agreements between employers and employees, or determined informally
by organizationd culture. T.H. Marshal(1965), in reviewing three centuries of English history
to explain the extenson of citizens' rights to an ever broader share of the population, identified
three categories of rights civil(legd protection of life, libety, and property),
politica(participation in decison making), and socid(adequate level of socioeconomic
benefits) rights. Marshdl’s categorization of civil, political, and socid rights can be applicable
to andyze organizations as well as societies.

Organizationd civil rights would include fair trestment in routine personnel matters such
hiring, assgnment, and evduation, and guarantees of due process when problems arise(e.g.,
grievance investigation and disciplinary proceedings).

Organizationd palitica rights would include the ability to participate in decison making
both about current operational matters and about broader organizational policies, objectives,
and spending plans.

And organizationd socid rights would include economic benefits(regular sdary/wages,
bonuses, insurance, pensons, etc.), socid datus symbols, and training or educationd
opportunities.

Organizationd rights disinguish members from nonmembers. Given the hierarchica
Sructure typica of most organizations, however, unequd rights within organizations are not
only possible but dso likely. Digtortion of rights on the pretext of organizationd effectiveness
or effidency, and high-level managers hierarchicd dtitude are aso related with unequd rights.
These unequd rights eventudly influence members' relationd ties and OCB.

However, it is difficult to measure individud employee's rights directly, since they
depend on individud employees relative, subjective perception. The perception can generdly
be expressed in the feding of relaive deprivation(Folger, 1986) which is shaped by the
subjective comparison with the others in the same or other organizations. According to the
judtice theory by Greenberg(1987), the feding of relative deprivation arises from ther
perception on “outcome justice’” and “procedurd justice’. Outcome or digtributive judtice is
the percelved fairness of outcomes recelved. And procedurd judtice is the perceived fairness
on procedures or processes to reach to the outcomes. Then, individud employees rights can
be taken by measuring their perception on both outcome justice and procedura justice.

Relationa Ties(Membership)

Membership is the beginning point in OCB congtruct. Once the membership determined
by individua choices, it congantly changes so that it determines the strength of rdationd ties
between organi zations(employers) and individud employees. Thus, we can say that relationd
ties are the dynamic explanation of membership. However, they are different from employees
rights. While employees rights are based on individua subjective view about how much the

A3-30



An Organizationa Citizenship Behaviors(OCB)Model and SMEs Employees OCBﬂ%

organizationg(or employers) recognize employees rights as ther duties, reationd tie are
concerned about the rdationships between individud employees and employers(or
organizations). That is, while individua employees perception on rights depends on their one-
gded views, reationa ties depend on reciproca relationships between employees and
organizations. Thus, they contribute to explaining the dynamic process to ded with unequd
rights when inequdity happens between individua employees and organizetions. On the other
hand, relationd ties work as a mediaor linking individua perception on rights and citizenship
behaviors.

The relationd ties may have numerous types. JW.Graham(1991) categorized them into
four types by syntheszing the previous studies on membership : coercive relationship,
Gesdlsheft rddions Gemenshaft rdations, and covenantd rdationships. Gemenschaft
relations include nonrationd, affective, emotiond, traditiona, and expressve of socid actions
asin afamily. Gesdlschaft relaions comprise the rationd contractud, insrumenta, and task-
oriented actions, as in a busness corporation. Coercive reationships(Etzioni, 1975) are the
gpecid form of Gesdlshaft rdations, where some are obliged involuntarily to comply with term
st by others, as in daves. And covenanta relationships are characterized ty open-ended
commitment, mutual trust, reciprocity, and shared vaues. Graham (1991) asserts covenanta
relaionships are the most desirable relationships to enhance OCB. Covenanta relaionships
adso differsfrom asocid exchange which is based on agenerd notions of fairness, and from a
psychological contract which is based on an individud belief in areciproca obligation between
sdf and organization.

According to the logic of covenantd rdationships, reationd ties are not the fixed ones.
They are changing congtantly depending on mutud open-ended commitment, mutud trust,
reciprocity, and shared values between organizations and employees. Eventualy, the strength
of relationd ties gives affect to OCB respongbilities.

The gtrength of relationd ties can be measured by asking the employees organizationa
commitment to thelr organizations, because it is not the matter to ask organizations themsalves.
Generdly, the organizationa commitment questionnaire developed by Mowday et. d.(1982) is
used to measureit.

OCB Regponsibilities

Citizen respongbilities described in a geopalitical arena can be gpplicable as a guide to
identifying OCB. According to classca philosophy and modern politica theory, citizen
respongbilities are obedience, loydty, and participation(Aristotle, 1941; Cary, 1977, Inkedes,
1969, etc.). Each category focuses on a different facet of the interrelationship that citizens have
with another and their nation/state/community.

Obedience is respect for orderly structure and processes. Citizens are respongble for
obeying exiding laws, and the laws protect them, as well. For example, laws may require that
citizens pay taxes, drive on a designated sde of road, refrain from violating other’ s rights, and
at times even risk their lives in military service. Loydty concerns the expanson of individud
welfare functions to include the interest of others, the dtate as a whole, and the values it
embodies. This category includes uncompensated contributions of effort, money, or property,
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protecting or enhancing a state's good reputation in the eyes of outsders, and cooperating
with others to serve the common interest rather than seeking free rider.  In addition,
participation concerns participation in governance. The behaviors of this category include
devoting time and effort to the respongble governance, keeping well informed, sharing
information and ideas with others, engaging in discussons about controverdd issues, voting in
whatever manner is provided under the laws, and encouraging othersto do likewise,

The three categories described above can be gpplied into organizational settings
(Inkeles, 1969) as follows. organizationd obedience, organizationd loydty, and organizationd
participation. According to Inkeles, organizationd obedience is an orientation toward
organizationa structure, job descriptions, and personnd policies that recognizes and accepts
the necessity and desirability of arationa structure of rules and regulations. Obedience may be
demondrated by respect for rules and ingtructions, punctudity in atendance and task
completion, and stewardship of organizationd resources. Organizationa loyalty isidentification
with and allegiance to organizationd leaders and the organization as a whole, transcending the
parochid interests of individuas, work groups, and departments. Representative behaviors
include defending the organization againg threats, contributing to its good reputation, and
cooperating with others to serve the interests of the whole. And, organizationa participation is
interests in organizationd affairs guided by ided standards of virtue, validated by kesping
informed, and expressed through full and responsible involvement in organizationd governance.
This behavior includes attending non-required meetings, sharing informed opinions and new
ideas with others, and being willing to ddiver bad news or support an unpopular view to
combat groupthink.

On the other hand, organizationa participation is more complex. It can be dassfied
into three categories(Van Dyne, Graham, & Dienesch, 1994): socid participation, advocacy
participation, and functiond participation. Socid participation is aform of participation through
interaction with others. This includes attending meetings, engaging in positive communications
with others, and involvement in other affiliate group activities such as atending commemorative
occasons, community socia events, and public ceremonies. Advocacy participation is a kind
of participation, which describes innovation, maintaining high sandards, chalenging others, and
making suggestion for change. The behaviors, typicad of an internd change agent, target at
other members of an organization and reflecting a willingness to be controversd. And
functiond participation is related with persondly focused behaviors. The behaviors include
participation through performing additiond work activities, sdf- development, volunteering for
gpecid assgnments, and highly committed hard-working. They are typical of a dedicated
individud contributor whose commitment, sdf-development, and participation add vaue to the
functioning of the organization.

Highly responsible behaviors require a baance of obedience, loydty, and participation,
rather than focusing on one dimension at the expense of the others. That is, each dimenson is
highly correlated each other when OCB responsihilities are high.

To messure the five dimensons of OCB responshilities, this sudy adapted the
indrument developed by Van Dyne, Graham, and Dienesch(1994). However, it is
questionable if the scale is fit for explaining Korean employees citizenship behaviors, because
it was developed in adifferent culturd background from Korea. A study by Farh, Earley, and
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Lin, on “a culturd andyds of jusice and organizationa citizenship behavior in Chinese
society(1997)”, suggests that culturd difference works as an important factor for explaining
OCB.

Table 1 : Comparison of Western and Chinese OCB Scales

Western OCB Scale Chinese OCB Scale
Etic Dimensions
Civic Virtue | dentification with company
Altruism Altruism toward colleagues
Conscientiousness Conscientiousness

Emic Dimensions
Sportsmanship Interpersona Harmony
Courtesy Protecting Company Resources

Thus, rather than using the instrument as it is, this study conducted explanatory factor
andyds usng origind data and confirmatory factor andysis usng separately collected cross
vdidation data

Validation of OCB M odel

Data and Procedure

To vdidate the OCB modd, this study adapted aready developed scales and used
them with some modification: Niehoff & Moorman's fairness scde (1993) for employees
perception on ther rights, Mowday et. d.’s OCQ scae(1982) for relationd ties, and Van
Dyne, Graham, and Dienesch’ OCB scde(1994) for employees responsible behaviors.
Twelve sets of data totaling 603 employees collected, based on questionnaire response. Six
sets of these data were for the initid data collection, and the rest Six sets of data collected later
were for cross-vaidation of the instrument adapted here. The origind data sets included
respondents from a large commercid bank(N=208), an insurance company(N=97), a
software house(N=40), a pulp production company(N=137), a security company(N=24), and
a leasing company(N=97); three companies hire over 1,000 employees and the rests hire
below 500 employees. All data collected by random sampling method.

The cross-vdidation data collected from 100 supervisors from sSx companies, a
petrochemica company, a software house, a pharmacy company, a construction company, a
loan firm, and a metd production company. two of them hire over 1,000 employees, and the
rests hire below 300 employees.

In addition, the some demographic data on sex, tenure, education, and marita status, and
company sze collected for the comparison of OCB leve between large enterprises and SMEs
workers
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Vadlidation of OCB Modd
For the vaidation of OCB modd, this study follows the following procedures:

Fird, it conducted explanatory factor andysi(Varimax rotation) for the assessment of
the Niehoff & Moorman's fairness scde, Mowday et. d.’s OCQ scde, and Van Dyne,
Graham, and Dieneschh OCB scdle, respectively, using origina data. Based on  the result,
some items dropped from the origind questionnaire. It showed that there existed some
differences between Korean and Western employeesin their OCB factor structure.

Table 2: OCB Factor Structure

Order of Importance Western Employees Korean Employees
Factor 1 Loyalty Obedience
Factor 2 Obedience Advocacy Participation
Factor 3 Socid Participation Loydty
Factor 4 Advocacy Participation Functiond Participation
Factor 5 Functiona Participation Socid Participation

And second, it again conducted confirmatory factor anayss(Varimax rotation) for the
new instrument that was made based on the result of explanatory factor analys's, respectively,
using cross-vaidation data collected by second questionnaire. The result showed that dl the
three scales were vaid.

Table 3: The Resultsof Confirmatory Factor Andyds

Scde Chi-square | Degree  of | Probability GFI
Vdue Freedom level

Perception 29.053 34 0.709 0.917
on Rights

Relationa 7.135 9 0.623 0.964
Ties(OC)

OCB 5.019 5 0.414 0.970
Responghilities

Asthereault, it was possible to use the origind data for further andlysis. The mean vaue,
standard deviation, and rdiability(Cronbach’sa) of each variable was as follows
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Table 4: Mean, Standard Deviation, and Cronbach’'sa

Scde Vaiable Name Mean (7 Standard | Cronbach’'sa
pointsscae) | Deviation
Perception Outcome Jugtice 3.9798 0.9760 0.8409
On Rights Procedurdl Justice|  3.2998 1.1618 0.8168
Reationd Organizationa 4.7562 0.9936 0.8120
Ties(OC) commitment
oCB Obedience 5.3805 0.7864 0.9087
Responsibilities Advocacy 4.7956 0.8117 0.9072
Participation
Loyaty 4.6371 0.8777 0.7995
Functiond 4.5581 0.8155 0.7473
Participation
Socid 4.5152 1.0516 0.7141
Participation

And third, it conducted covariance dSructure andyds to assess the OCB mode
suggested in the above, usng maximum likeihood method. For this andyss, AMOS 3.61
verdon was used. On the other hand, to make the mode parsmonious, the unknown variables
such as persona characteristics(persondity and demographic variables), job characteritics,
and organizationa culture did not include in the modd. The possible unknown variables treated
aseror teremsin the Modd. The results of covariance structure analysis are asfollows:

Q.71

Outcome Justice “'""”'“nliggéH“ 1
A Q.18 S 0.41
. . 1
Relational Ties 0.35 ;
0.31 (Organizational » Obedience
Commitment)
v 0.62 0.69 V
Porcedural 011§__”.-~“""".”

Justice

Figure 2: Obedience Behavior Model
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0.98
Outcome Justice
A »| L 0.55
Relational Ties 037
0.31 (Organizational » Loyalty
Commitment)
v 0.62 0.69 _”_.H»..-Y
Porcedural 0.00.
Justice
Figure 3: Loydty Behavior Model
0.98
Outcome Justice
A el 0.35
Relational Ties 0.38 Advocacy
0.31 (Organizational > Participation
Commitment)
v 0.62 069 R
Porcedural 0.08,
Justice ’

Figure 4: Advocacy Participation Behavior Model

Q.71
Outcome Justice -, 012 ll
A 18 ) 0.53
Relational Ties 004 | Functional
0.31 (Organizational [l Participation
0.60 Commitment)
v 0.62 ) RRUREIR

Porcedural 0.12.

Justice ’

Figure 5: Functiond Participation Behavior Model

A3-36



An Organizationa Citizenship Behaviors(OCB)Model and SMEs Employees OCBE&%

0.98

0.71

Outcome Justice

A

0.31

0.62

v

Relational Ties
(Organizational
Commitment)

Porcedural
Justice

Social
Participation

0.62

Figure 6. Socid Participation Behavior Moddl

Thefit index of each OCB modd estimated by covariance structure andysisis asfollows:

Table 3: Fit Index of OCB Modd

Chi-Square
D.F(Degree of
M = AGFI NFI RMR
odel Freedom). G G
P(probability)
. Chi-square=1.475
m%d;mce D.F=2 0988 | 0939 | 0970 | 0020
p=0.478
Chi- Square=0.568
ﬁ:T\’iOCCi pataqion D.F.= 2 0995 | 0976 | 0990 | 0012
p=0.753
Chi-Square=0.157
kﬂog':;y D.F.=2 0984 | 0919 | 0986 | 0041
p=0.374
. Chi-Square=0.247
E;?fg‘;ﬁon D.F.=2 0980 | 0900 | 0932 | 0044
p=0.291
Sodial Chi- Square=0.603
rerticipetion D.F.=2 0995 | 0975 | 0991 | 0023
p=0.740
Reault

The result showed that the OCB Model was vaid and rdliable. Thus, we can get to define
organizationd citizenship behaviors as
corresponding to the rights encumbered by the belonging organizations. Moreover, we can
redlize that OCB is determined through the following process employees perception on
rights> relationd ties(OC)> OCB responsihilities.

individud members
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COMPARISON OF OCB BETWEEN SMESAND LARGE ENTERPRISES

Based on the OCB modd previoudy vaidated, we can get to compare the differences
of OCB between SMEs workers and large enterprise workers. Let us go to the andyss.

For that, besides the OCB variadles, this study included the other five variables into
andyss; sex, tenure, education, maritd datus, and company Sze. Here, multiple regresson
analyssand ANOVA are used.

Comparison of OCB leve

Basicdly, there exist some differences between Large enterprises and SMEs workersin
their OCB levd. The overdl OCB levd of Large Enterprise workers is higher than thet of
SMES, except advocacy participation. Among them, particularly the differences in functiond
participation and obedience are datidticdly sgnificant. The result of ANOVA on OCB
respongbilitiesis asfollows:

Table 6: Comparison of OCB Leve between SMEs and LES

Dimension of OCB Sze Mean S.D F-vdue P
Obedience SMEs 5.2542 0.7445 5.707 0.017*
Les 5.4265 | 0.7969
Loyalty SMEs 46170 | 08277 |0.115 0.734
Les 4.6444 | 0.8961
Advocacy SMEs 48659 |0.7174 | 1.651 0.199

Participation Les 47700 | 0.8427

Functiona SMEs 43975 |0.8084 | 8.629 0.003**

Participation Les 46168 | 0.8113

Socid Paticipation | SMEs 44493 |1.0330 | 0.863 0.353
Les 45392 | 1.0584

® Statistically significantin P < 0.05 level, ** statistically significantin P < 0.01 level

In addition, the other differences between SMEs and Large enterprises was found in
thelr duration of education and tenure, and the differences were sgnificant gaidicdly(in P <
0.05 leve). The detail structures of tenure and duration of education are as follows:
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Table 7: Structure of Tenure and Education

Large Enterprises SMEs
Duration of | High School Graduate 39% 16%
Education College Graduate 58% 78%
Over College Graduate 3% 6%
Tenure Beow 1 Year 5% 4%
1-3Years 18% 21%
4-6Years 22% 33%
7-9Years 23% 21%
Over 10 Years 32% 21%

Additiondly, there were some differencesin their sex, age, and maritd status, but they
are not significant.

Causal Factorsfor OCB Differences

In order to catch up the causd factors tha made the differences in functiond
participation and obedience, multiple regresson analys's conducted using OCB variaolesin the
state that company size, tenure, and education were controlled.

Table 7. Causa Factors for Obedience and Functiona Participation

Obedience Functiond
Participation
Company Size 0.043 0.085*
Duration of Education 0.058 -0.003
Tenure 0.224** 0.233**
Outcome Jugtice 0.097* 0.267**
Procedural Justice -0.279** -0.040
Relational Ties(OC) 0.427** 0.172**
R? 0.251 0.216
F-vadue 33.285** 27.222%*

* Satidicaly sgnificantin P< 0.05 levd,
** Setidicaly sgnificant in P < 0.01 leve

The result showed that outcome justice, procedura justice, and reationd ties Sgnificantly
affected obedience, and that outcome judice and reationd ties sgnificantly influenced
functiond participation. According to the questionnaire items, the detail influentia dements for
obedience and functiond participetion are as follows, respectively:
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Table9: Influentid Elements of Obedience and Functiona Participation

Factors Elements

Obedience | Outcome Justice Eva uation, Opportunity for development,
Compensation, Respongbility, Punishment.

Procedurd Justice Participation in decision-making, Grievance
system, Clearness of policies, Discriminated
personnel system.

Rdationd Ties Company satisfaction, Loyaty to company,
Pride to company, Self-confidence to
company’ s success, Congruence with
company’svaue.

Functiond Outcome Jugtice Evauation, Opportunity for development,
Participation Compensation, Responsihility, Punishmen.
Relationd Ties Company satisfaction, Loyaty to company,

Pride to company, Sdlf-confidence to
company’ s success, Congruence with
company’ s vaue.

On the other hand, when egtimating the differences between SMEs and Large
Enterprise workers in outcome justice, procedurd justice, and relationa ties, we could also
find out asignificant difference(in P < 0.05 leve) only in relaiond ties

Interpretation

Viewed from al the above andyss, compared with large enterprise workers, SMEs
workers relatively low OCB levd in their obedience and functiona participation apparently
derived from their low relationd ties. That is, SMEs workers seemingly have some problems
in their company satisfaction, loydty to company, pride to company, sdif-confidence to
company’ s success, and congruence with company’s value. However, it is hard to conclude
the problems are the matters of relationa ties themsalves. According to the OCB modd,
relationa ties are directly influenced by employees perception on their rights. Eventudly, ther
relatively weeker OCB is related with perception on rights in the belonging organizations. The
items of the employees' rights include the perception on evauation system, sdf-development
system, compensation system, control system, decison-making system, grievance system,
operationa system, personnel system, etc.

They ae the matters of their management sysem Then, SMEs workers OCB
problems are from their rdaivey fragile management sysem Thus, we can assert that, to
increase SMIEsworker’'s OCB leve, it ismost urgent to improve SMIES’ management system.
For that, the development of small but powerful management system is strongly required.

CONCLUSION AND DISCUSSION

This paper had two mgjor purposes. One was to suggest an OCB mode based on a
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new definition of OCB. The other was to analyze SMEs workers OCB problems and their
causes. To do them, this paper was indebted to Van Dyne, Graham, and Dienesch(1994), and
Graham(1991). However, thisis different from them in the following three things

First, this paper interpreted and specified the individua members rights into the
individud members perception on outcome justice and procedural justice. Marshdl’'s
typology on citizen rights, Greenberg's justice theory, and Folger’ s reative deprivation theory
back the logic.

Second, this paper suggested a nomological network based on OCB construct and
vdidated it with use of covariance structure andyss.

Third, this paper interpreted and specified the relaiond ties into the employees
organizationd commitment.

Fourth, this paper adapted the previoudy developed measurement ingruments by
Niehoff & Moorman(1963), Mowday et. d.(1982), and Van Dyne, Graham, &
Dienesch(1994). In addition, this paper used them by assessing with use of explanatory factor
andysis and confirmatory factor analys's, rather usng them directly.

About OCB Mode
The OCB modd as aprocess model may have the following advantages:

Fird, it will be possble to explain the dynamics of employees behaviora changes
sysematicdly. Thus, it is likely to contribute to the development of dternatives gppropriate
to the problems found by each step. For example, if adight problem happensin
the stage of employees perception on rights, we may suggest some dternatives after checking
up how much it affects the second and third stage. Without understanding the whole processes,
it may be hard to suggest an gppropriate dternative so that it will bring about the waste of time
and efforts.

And, second, it may be possble to reach the consstent results in OCB studies, by
bringing OCB varidbles together in a grand modd. The reason that some previous OCB
gudies had no consstent outcomes might be related with it.

However, this modd may have some limitations in induding diverse variables into the
modd, driven by searching for the parsmony of modd. We may consder including, for
example, persond characteristics such as personaity and diverse demographic variables, job
characterigtics, organizationd culture, and leadership style into the model.

On the other hand, the following two things thet found in the process of this study will
be suggestive for the future OCB study:

The fird one is that the OCB factor dructure reflects the characteristics of
organizationd or overdl society’s culture. Therefore, there might be some differences in their
OCB factor structure between Chinese and Korean, and between Western and Asian. This
tells that the development of OCB measurement instruments appropriate to their own culturd
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environmentsis required.

And, the second is that this study depends on some limited data collected from Korean
employees working for Korean companies. It requires generdization. For that, longitudind
studies and gpplications onto avariety of organizations are requested.

About SMEsWorkers OCB

The second purpose of this study was to analyze SMIEs workers OCB problems and
their causes by a comparison with large enterprise workers OCB. The andyss used
ANOVA and multiple regresson andlyss. The result by ANOVA showed that overdl the
OCB levd of large enterprise workers was rdlatively higher than that of SMEs workers and
that there exiged dgnificant differences between them in ther obedience and functiond
participation. In addition, their education and tenure were gnificantly different each other.

And the result by multiple regression andyss showed that the SVIES workers' rdatively
low OCB in ther obedience and functiona participation was influenced both by thar
organizationa commitment and by their perception on outcome justice and procedurd justice
in organizations. However, conddering the dready vaidated OCB mode (perception on
justice-->organizationd commitment-->0OCB responghilities), organizationd commitment are
directly connected to OCB responghilities, and the perception on outcome justice and
procedura justice precede organizational commitment. Therefore, SMES workers' relatively
low OCB in ther obedience and functiond participation is directly influenced by thar
organizetiond commitment; satisfaction to company itsdf, loydty to company, pride to
company, sef-confidence to company’s success, and congruence with company’s vaue.
However, their organizationd commitment is determined by their perception on outcome
justice and procedurd justice in the organizations. That is, the perception on evauation, self-
development opportunity, compensation, punishment, respongbilities, decison-meaking,
grievance system, policy operation, personnel system, etc. work for the causes of
organizationd commitment. These items are about management system. Then, the beginning
point of SMEsworkers OCB problemsis SMES rdatively fragile management system. Thus,
we can conclude that for SVIES prosperity, the improvement of SMES management system
IS most urgent.
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