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ABSTRACT

Having employees who are willing to extend their performance beyond job description is a keen
desire of any organization that wants success. Because of the numerous advantages associated
with employees embarking on citizenship behavior, organizations are in search of ways to have
employees who are self- enthused to demonstrate such behavior. By organizational citizenship
behavior, we refer to discretionary behaviors performed by employees but are not certainly
recognized in organizations official reward mechanism, yet desired by the organization and
rewarding to her as well. This paper seeks to determine a causal relationship between employees’
commitment and organizational citizenship behavior. Using questionnaire as instrument for data
collection, the study gathered relevant data and analyzed same with the Statistical Package for
Social Sciences (SPSS) version 17.0. The analysis revealed that significant associations exist
between employees’ commitment and organizational citizenship behavior. The study concluded
that having workers who are willing and eager to exhibit organizational citizenship behavior is
sine qua non in the bid to raising healthy and successful organizations, and recommends that
Managers should subtly and secretly recognize good citizens during performance appraisal.

KEY WORDS: Employee, Commitment, Organizational, Citizenship, Behavior, Job
description.

INTRODUCTION

As activities increasingly span departmental or functional boundaries, the need for teamwork,
shared responsibilities, and consultative efforts has increased immensely. More so, the spate of
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competitiveness and the fact that job descriptions are not exhaustive in the operations of modern
businesses call for employees who must be positively extra ordinary in dealing with
organizational issues. By being positively extra ordinary, we are referring to what was described
as the exhibition of high degree of behavior; behavior that is not explicitly detailed in formal job
descriptions: Organizational citizenship behavior (OCB) (Podsakoff, MacKenzie, Paine, &
Bachrach, 2000).

Organizational citizenship behavior (OCB) has been the focus of attention from organizational
behavior researchers since Organ (1988) proposed that organizational citizenship behavior could
influence individual and organization performance (Podsakoff, Mackenzie, Paine & Bachrach,
2000; Organ & Ryan, 1995; Organ, 1997; George & Battenhausen, 1990). The available
empirical findings also support that these citizenship behaviors have a positive impact on
enhancing organizational performance (Podsakoff & MacKenzie, 1994; Krllowicz & Lowery,
1996; Podsakoff, Ahearne & MacKenzie 1997).

Organizational Citizenship Behavior theory was proposed by Organ and others in the 80s in the
20th century and was later defined by Organ (1988) in Proceedings of the 7th International
Conference on innovation & management as various behavior beneficial to the organization
, but usually made spontaneously by members and never been directly or explicitly instructed in
the organization formal reward system. From the "free decision” behavior , OCB is not within
the role or the range provided by job description. By implication, an individual is at liberty to
perform OCB or not, and may opt to perform it only when intrinsically influenced.

Conversely, the concept of organizational commitment has become a hot topic in the literature of
industrial/organizational psychology and organizational behavior in the past decade.
Organizational commitment represents the attachment that individuals form to their employing
organizations (Ketchand & Strawser, 2001). An organization benefits from its employees’
commitment in terms of lower rates of job movement, higher productivity or work quality, or
both (Mathieu & Zajac, 1990). There are several ways of defining and measuring organizational
commitment; but the common theme in these various definitions and measures is that
organizational commitment is a bond or link of the individual to the organization (Mathieu &
Zajac, 1990).

Meyer and Allen (1991) insist on three distinct components of organizational commitment: a
desire (affective commitment), a need (continuance commitment), and an obligation (normative
commitment). They note that all three forms of organizational commitment are dependent on the
opportunity the organization provides employees to feel motivated towards growth and to
achieve some self-actualization. Affective commitment (a desire) refers to the employee’s
emotional attachment to, identification with, and involvement in the organization.

Research evidences have shown numerous positive organizational outcomes arising from having
committed employees, such as lower rates of job movement, higher productivity or work quality,
or both (Mathieu & Zajac, 1990). Judging from the avalanche of positive organizational outcome
that commitment produces, it becomes intellectually worthy to direct efforts towards its study,
particularly because we are oblivious of any scholarly enquiry regarding this subject in Nigeria.
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Therefore, to evacuate this lacuna, our study is aimed at investigating the causal relationship
between organizational commitment and citizenship behavior in Nigeria.

LITERARY REFLECTION

Organizational Citizenship Behavior (OCB)

Jacqueline et al, (2004) described organizational citizenship behavior as any behavior not
officially required by the organization; rather its practice depends solely on the consent of
employees as a consequence of the organizational environment. In other words, OCB refers to
discretionary behaviors that increase organizational effectiveness through actions that could be
exemplified in several ways like assisting newcomers, aiding co-workers, and avoiding frequent
faultfinding in the organization (Kidwell, Mossholder, & Bennett, 1997).

These extra-role (non mandatory) behaviors are not a part of the individual’s traditional job
description and cannot be enforced neither does the individual receive any compensation or
training for OCB (Deluga, 1994; Organ & Konovsky, 1989; Puffer, 1987). OCB can be directed
either towards other individuals or towards the organization (Kidwell et al., 1997, Anderson and
Williams, 1991). OCB is a multidimensional concept comprising of many facets, but popularly
discussed under five divide.

These are summarized as : (a) altruism—providing help to others; (b) generalized compliance or
conscientiousness—faithful adherence to rules and regulations and work conduct; (c) courtesy—
gestures that help prevent problems to others; (d) sportsmanship—the willingness to forbear minor
impositions without fuss or protest; (e) civic virtue— responsible or constructive involvement in
the governance issues of the organization (Organ 1988; Smith, Organ, & Near, 1983;
VanYperen, Berg, &Willering, 1999).

Jacqueline et al, (2004) suggests that, individuals engage in OCB as a form of reciprocity based
on organizational treatment. Also the study of Turnipseed & Rassuli (2005) depicted that, the
‘best” performing workers produced the strongest link between performance and functional
participation, which is a helping- type (altruism) OCB. Also Todd (2003) maintains that, OCB
should have a particular impact on overall effectiveness of organizations by adding to the social
framework of the work environment.

Indeed, as citizenship appears to consist of discretionary behavior, how the employees perceive
the organization (as evidenced by his or her attitude towards it) would likely predispose this
employee to either perform or withhold performance (Dick et al, 2006). Results indicate that
perception of citizenship performance predict overall performance equally well across all task
performance levels (Coole, 2003). Deckop et al, (1999) argues in his study that, for employees
low in value commitment, a pay-for-performance system appears to be a disincentive for
engaging in OCB. Niehoff and Yen (2004) asserts that, the belief among theorists is that as more
employees engage in OCB, the organization becomes more successful.

Such behavior (OCB) might enhance coworkers’ or supervisors’ productivity, help coordinate
activities, increase the stability of organizational performance, and help the organization attract
and retain employees (Borman, 2004). However, OCB is certainly a product of some
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antecedents. A wide range of employee, task, organizational and leader characteristics are
consistently found to predict different types of OCB across a range of occupations (Podsakoff et.
al, 2000). Researchers have tried to figure out various enabling factors of OCB, with varying
degrees of predictive merit: personality (Organ, 1990; Organ, 1994; Organ & Lingl, 1995;
Penner, et al., 1997), procedural justice (Moorman, 1991; Aquino, 1995; Skarlicki & Latham,
1995; Farh, Earley, & Lin, 1997; Schappe, 1998, leadership characteristics (Deluga, 1995;
Podsakoff, Mackenzie, & Bommer, 1996, motivational theories (Kemery, Bedeian, & Zacur,
1996; Tang & Ibrahim, 1998, and interview styles (Skarlicki &, Latham 1995. Most of these
studies provided more questions than answers, with low correlations and little variance
accounted for in the data (Barbuto et. al., 2001. We are therefore enthused by this situation to
consider employee commitment as a possible predictor of OCB.

Employee Commitment

In their views, organizational commitment is the relative power of one’s participation in a certain
organization and his identification with it (Porter et al; 1974); a predictor of the extent to which
workers will engage in activities that enhance crucial organizational functions (Yang et al 2004);
and the relative strength of an individual’s identification with, and involvement in a particular
organization (Mowday et al 1982).

Drawing from above definition, Culverson (2002), Kacmar et al, (1999); and Luthan, (1995)
conclude that three characteristics of commitment are discussed:

% astrong belief in, and acceptance of the organization’s goals and values;

s awillingness to exert considerable efforts on behalf of the organization; and

%+ astrong desire to maintain membership with organization.

Consequently, Meyer et al (1991) operationalized commitment as a three-dimension construct
comprising :(1) affective commitment (a desire) also referred to as attitudinal commitment
(Ahiauzu, 2005; Iverson and Buttigieg, 1998) which represents an employee’s emotional and
psychological attachment to the organization; (2) Continuance or calculative commitment is
when employee stays with the organization because of lack of alternative options and (3)
normative refers to when an employee feels obligated to stay with the employing organization
because he/she feels it ought to be so owing to what the organization has done for him/her in the
past.

Balci (2003) emphasized that employees with high organizational commitment feelings are more
compatible and productive individuals who have higher level of satisfaction, loyalty and
responsibility. Lending their thought to this debate, Katz and Khan (1977) argued that
organizational commitment does not only increase the success in a certain role, but also
encourages the individual to achieve many voluntary actions necessary for organizational life
and high standard system success. We therefore lean on this submission to aver that
organizational commitment could predict organizational citizenship behavior as depicted in our
conceptual framework in figure 1.
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Fig. 1 Operational Framework of Employee Commitment and Organizational Citizenship
Behavior
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Organizational commitment is one of the important factors which contribute to foster
Organizational citizenship behavior (LePine, Erez and Johnson, 2002). An employee’s
organizational commitment is positively related to organizational citizenship behavior (O’Reilly
and Chatman, 1986). Affective commitment is a significant predictor of OCB (Rifai, 2005,
Feather and Rauter, 2004). Raising the Affective commitment of employees will help in raising
the extra role behavior. Becker (1992) also provides support for a significant relationship
between commitment and OCB.

(¥ ¥ AN N

Truckenbrodt (2000) suggests that a significant relationship exists between the quality of the
supervisor-subordinate relationship and subordinates’ commitment and altruistic organizational
citizenship behavior. In their study, Yilmaz & Bokeoglu (2008) determined that teachers had
positive perceptions about Organizational commitment and Organizational citizenship. They
concluded that there exist a moderate positive relationship between the teachers’ perceptions of
Organizational commitment and Organizational citizenship.

Studies on commitment have provided strong evidence that affective and normative
commitments are positively related and continuance commitment is negatively connected with
organizational outcomes such as performance and citizenship behavior (Shore & Wagner, 1993).
Chen, & Francesco’s (2003) study showed that affective commitment related positively to
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organizational citizenship behavior, while continuance commitment was negatively correlated
with organizational citizenship behavior.

Gautam, Dick, Wagner, Upadhyay & Davis (2001) study showed a positive relation between
affective and normative commitment on the one hand and both citizenship factors altruism and
compliance on the other; Continuance commitment was negatively related to compliance and
unrelated to altruism. From the foregoing discourse, we then hypothesize as follows:

Hol: Affective commitment has no significantly impacts on altruistic behavior

Ho2: Affective commitment has no significant impact on conscientiousness behavior
Ho3: Affective commitment has no significant impact on sportsmanship behavior

Ho4: Affective commitment has no significant impact on civic virtue behavior

Ho5: Affective commitment has no significant impact on courtesy behavior

Ho6: Continuance commitment has no significant impact on altruistic behavior

Ho7: Continuance commitment has no significant impact on conscientiousness behavior
Ho8: Continuance commitment has no significant impact on sportsmanship behavior
Ho9: Continuance commitment has no significant impact on civic virtue behavior
Ho10: Continuance commitment has no significant impact on courtesy behavior

Hol1l: Normative commitment has no significant impacts on altruistic behavior

Hol12: Normative commitment has no significant impacts on conscientiousness behavior
Ho13: Normative commitment has no significant impacts on sportsmanship behavior
Hol4: Normative commitment has no significant impacts on civic virtue behavior
Ho15: Normative commitment has no significant impacts on courtesy behavior

Methods

The sampling frame of this research is composed of employees of different job responsibilities
and positions who work in randomly selected Telecommunication firms within Port Harcourt
Metropolis. The research instrument was developed and composed of 3 sections concerning with
demographic information of respondents and two sections containing items measuring employee
commitment and organizational citizenship behavior. 40 copies of the questionnaire (10 copies to
each firm) were distributed by hand to the respondents, only 27completed and usable copies of
questionnaire were returned. The data were analyzed using SPSS version 17.0

Scale: OCB reliability
Case Processing Summary

N %
Cases  Valid 27 100.0
Excluded® 0 .0
Total 27 100.0

a. Listwise deletion based on all variables in
the procedure.
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Reliability Statistics

Cronbach's
Alpha N of Items

.958 23

Scale: Employee Commitment reliability
Case Processing Summary

N %
Cases  Valid 27 100.0
Excluded? 0 .0
Total 27 100.0

a. Listwise deletion based on all variables in
the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items
.955 17
Measures

Organizational Commitment Questionnaire:  Affective, Normative, and Continuance
Commitment were measured with the Organizational Commitment Questionnaire developed by
Meyer and Allen (1997). This revised Questionnaire has 17 items. Employee responses were
obtained on a 5-point Likert-type scale where 1 = strongly disagree and 5 = strongly agree.
Organizational Citizenship Behavior Scale: Organizational Citizenship Behavior was measured
using 14 items comprising a modified version of Bakhshi and Kumar (2009) scale. Responses
were taken on a five-point scale of strongly disagree-1, to strongly agree-5). A sample item
states, ‘I help my co-workers in non-work matters.”” It measures five dimensions of OCB
namely Altruism, Conscientiousness, Sportsmanship, Courtesy, Civic virtue.

Results

Our demographic data reveal that majority of the respondents are males who are within the age
bracket of 30-35 years of age, and have spent between 0-5 years in their organizations, mostly
supervisors who hold Bachelors of Science (B.Sc) as highest degree. The test of hypotheses
revealed that the measures of commitment: affective, continuance and normative have significant
relationship with the dimensions of organizational citizenship behavior. Therefore, all the
hypotheses we stated earlier are by this result rejected. By implication, employees’ commitment
is significantly related to organizational citizenship behavior.
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Discussion

This study was an investigation of the relationship between organizational commitment and
citizenship behavior; that is, whether organizational commitment significantly affects the
exhibition of citizenship behavior. Affective commitment was found to have a significant impact
on altruism, sportsmanship, civic virtue, courtesy and conscientiousness. That is to say those
employees who are affectively committed to their organizations are most like to exhibit these
citizenship behaviors.  These positions corroborate earlier studies that found affective
commitment to significantly predict OCB (Rifai, 2005, Feather and Rauter, 2004). We are
enthused to agree that this is a reality in Nigeria organizations. An employee who is emotionally
attached to his organization will certainly go beyond his call of duty without expecting any
reward.

Continuance commitment was also found to significantly affect organizational citizenship
behavior. This finding is simply antithetical to some past studies that proved continuance
commitment as negatively connected with organizational outcomes such as performance and
citizenship behavior (Shore & Wagner, 1993). Chen & Francesco’s (2003) study also showed
that affective commitment related positively to organizational citizenship behavior, while
continuance commitment was negatively correlated with organizational citizenship behavior. The
disparity in these findings can be attributed to environmental differences.

Lastly, normative commitment was also found to significantly influence citizenship behavior. In
a similar study, Gautam, Dick, Wagner, Upadhyay & Davis (2001) showed a positive relation
between normative commitment and citizenship factors of altruism and conscientiousness. Our
study however indicates that normative commitment influences all five dimensions of citizenship
behavior significantly.

Conclusion

Organizational commitment has long been found to be an essential asset to the organization.
Having employees who are committed to their jobs solves a lot of problems and brings about
huge benefits to the organization. One of such benefits as revealed in this current study is that it
causes organizational citizenship behavior. Consequently, molding a committed workforce that
can boast of workers who will be willing and eager to perform their job roles far and beyond the
mandate of their job descriptions is sine qua non in the bid to raising healthy and successful
organizations.

Recommendations
Following the importance of organizational citizenship behavior to the organizations prosperity,
managers should endeavor to do the following:
1. Managers need to motivate employees sufficiently in order to have them committed to
their jobs, because when there is commitment, citizenship behavior can occur.
2. Managers should begin to subtly and secretly recognize citizenship behavior during
performance appraisal so that those employees who engage in them can have rewards.
3. Employees should be made to know how important their engagement in citizenship
behavior could be to their interpersonal work relationships and the entire organization
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work context. Such knowledge will make the employees understand the import of
citizenship behaviors.
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Antevinig 1

Aato Avolyolo

Agpoypanniyc
ZTOTIOTLY O
Hom Aovy na Onat 16 yov
Onat e vy Onuyn aye B | e yov mopk [OAnat ToGLTiov do| p NIYNEST Ay,
0LP YEVOE |PAYKET PLTG |€0 1V YoLP 0P| YOL NOAD LV YOV [ AdEULY ATTOUL
p You yoaviCatiov | p opyavilotiov VUEVT
N GOALD 27 27 27 27 27
Moo 0 0 0 0 0
vy
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Qnot 16 Yyoup yevoep
Xvpoviortt
Dpeboev coAd Iep | e [epyev
YAVl [Mepyevt XEVT T
coAld Maie 20 74.1 74.1 74.1
depa 7 25.9 25.9 100.0
A€
Tota 27 100.0 100.0
A

what is your gender

Qnixn aye Bpayket Prto youv

Xvopviott
DOpeboev coAd IT | me Tepyev
yAUJ [Tepyevt | epyeve T
coAd 18 —23 2 7.4 7.4 7.4
24 -29 14.8 14.8 22.2
30-35 14 51.9 51.9 74.1
36 —41 4 14.8 14.8 88.9
42 avd of 11.1 11.1 100.0
ome
Total 27 100.0 100.0
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which age bracket fits you

Wiz-23
ME24-29
O3o0-35
Was-41
[ 42 and above

11.11% U

Hom ALovy name yov ®mopked 1v yovp opyoviLatiov

Xvuviat
®pebuev | Iepye | card Tepye |1me [Mepy
YAl Y% % EVT
coAd 0—5 yea 13]  48.1 48.1 48.1
poc
6—10 ye 9] 333 333 81.5
opc
11-15y 5] 185 18.5 100.0
€0po
Totai 27] 100.0 100.0
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how long have you worked in your organisation

WO - 5 years
ME- 10 years
11 -15 years

Qnot Too1Tiov 80 You NoAS v yovp opyaviLatiov

Xvopviott
Ddpebueyv |[Tepye| cartd Iepye | me [epye
YAl VT VT VT
CUALd povoyep 3 11.1 11.1 11.1
CLTEPTLO 9] 333 333 44.4
op
LVIT NeAd 7 259 259 70.4
LVYAOCGL 8| 29.6 29.6 100.0
d1ed otne
poC
Total 27| 100.0 100.0
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what position do you hold in your organisation

Qnat 16 Youp NIYNECT Y ASEULY, ATTULVUEVT

Xopoviott
Opebue | Tepye | card Tepy | we [epye
vy VT EVT Y
cord QAEX 5] 185 18.5 18.5
ONA 2 7.4 7.4 259
HNA 31 11.1 11.1 37.0
BXX 14 519 51.9 88.9
Mooctep 3( 11.1 11.1 100.0
c
Totar 27| 100.0 100.0

© 2013 British Journals ISSN 2048-125X




British Journal of Economics, Finance and Management Sciences
April 2013, Vol. 7 (2)

159

what is your highest academic attainment

Wvizec
Eond
Ohnd
MBsc
CIntasters

Yviwaprate Avorycio pop Altpuicu

NEATC OPLEV

OAAVYAY M

10 AAOOYGC p
eody TO Aevo

NEATC OTNEP [T ve® meomAe|EATG OTNEPT| A NEATLVY
NEATC OTNEP |G ONO NOWE | EWEV TNOLY | MNO NATE ®|OVO TO TNOGE
G ONO NOBE |NEATY MOPK ([N 1T 16 VOT plopk perated | apovvd mw

Beev aPoevt roadc eBuiped npoPrenc nep
N COALD 27 27 27 27 27
Micovy 0 0 0 0 0
Meav 4.1481 41111 4.3333 4.1852 4.2963
210. Aemiatiov .66238 .64051 .55470 .62247 .66880
Muvipop 2.00 2.00 3.00 3.00 2.00
Mog&ipop 5.00 5.00 5.00 5.00 5.00
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Yviwapiote AvoAyolo ¢op Ylmiy, WLPTLE
I ap mAALvy TO
[ attevd puvy Tt | prok ditcanmpo
OVG TNAT Ope VO WAA v opdep T
T pebuiped, Put |o e&npeco py B
TNAT NEAT TNE 0 |eAleds affovt ®
[ xeem v W1 TNE dewel [pyavilatiovl] o | natl) o BecTt ¢
OTILEVTGC 1V TNE YOUTOVY poye p TNE YOUTAVY
N oA 27 27 27
Micoivy 0 0 0
Meav 4.3333 4.0741 4.1481
21d. Aemiatiov 73380 67516 71810
Muvipop 2.00 2.00 2.00
Magipop 5.00 5.00 5.00
Yviwoplote avorlyolo op yOVOYLEVILOVGVEGGT
ofeyo youn Bellemeo v
oV PLAEC O YL@LVY oV No
QTTEVOQLVYE VO pEYLAATIOG OVE 0O LY | VEGT dOLYIC
0T WOPK LG A|00EC VOT TAK| VO EWEV ONE | LOGT Y OVOYL|[mopK dop av
Bowe tne vo [ eEtpa Ppea|V Vo ove 16 ®| EVTIOVLC EUT [ NOVEGT day
puU KG oTYNLVY Aoyeeo 3G oLy
N oA 27 27 27 27 27
Micoivy 0 0 0 0 0
Meav 4.3704 4.2222 4.4444 4.1852 4.2593
21d. Aemiatiov .62929 57735 57735 55726 76423
Muvipop 3.00 3.00 3.00 3.00 2.00
Mo&ipop 5.00 5.00 5.00 5.00 5.00
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YVvimoplate avolyoio pop yovpTEGY

16 ULVOOULA O

TOKES OTENG |G NOW® NIG/ME TPLEG TO OLWO| Y OVGLOEPG T
10 TpY 10 TIP| p Penamiop | doeo vot af |18 xpeativy T(ne umayt od

emevT TPOPA | addeyTo ot [voe e pryn |poPAeuc pop| Nia/Mmep ayt

EUC MOLTN OTN|EP TEOTAEIC | TG 0 OTNEP | XO—WOPKEP | LOVG OV Y 0—

EP WOPKEPT oop c c WOPKEPT
N COAL 27 27 27 27 27
Micoivy 0 0 0 0 0
Meav 4.2222 4.2593 4.2593 4.5185 4.3704
21d. Aemiatiov .64051 52569 .65590 70002 74152
Muvipop 2.00 3.00 2.00 2.00 2.00
Mo&ipop 5.00 5.00 5.00 5.00 5.00
Yviwoapiote Avolycio ¢op ZTOPTGUAVONLT
oAmoyc doy

YOVGULUED O |VGEC OV ONOL oA®oyc P1v | 1o TnE YAOC

AoT 0 TIUE Y| TIG WPOVY P [TEVOGC TO LOK|d POLAT witn oty GOvEaKY

OUTAOLLVIVY | OLTNEP TNOLV |€ LOLVTOLVG | ONOAT TNE OP| ONEEA TNOT

afovt Tplmt [TNE TooLTImE| OLT 0P HOAE | YAVILATIOV 1| OAMOWYGC VEE

oA LOTTEPC o10¢ mMALG G doivy 00 ypeaoLvy

N GOLALO 27 27 27 27 27
Micoivy 0 0 0 0 0

Meav 4.2222 4.4444 4.3333 4.2963 4.0741
210. Aemiatiov .69798 57735 .62017 77533 .67516
Muivipop 3.00 3.00 3.00 2.00 2.00
Mo&ipop 5.00 5.00 5.00 5.00 5.00
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Yviwapiote AvaAycio ¢op addey Time XOUULTUEVT
1 WOLAD Pe @
EPY NATTY T |1 peaArY dee NG opyavig
0 oTeVO e |A Ao 1d TG |1 80 VOT deeA |1 30 VOT Peel [aTiov nac o
pect o py x| opyavifartio | o otpovy og| Alke TOPT O |YPEAT dEAA O
apeep outn T (vl o npoPrgfvoe od Berov| ¢ Tne dapid | ¢ Tepcovar
Nio opyavil |G ape Ly 0w [yLvy TO Ly op|y o TNIC 0pY | Leavivy ¢pop
TV % yaviCatiov | avifotiov ue
N coALd 27 27 27 27 27
Micovy 0 0 0 0 0
Meav 4.1852 4.0370 4.2593 4.3704 4.2963
>10. AemioTiov 78628 70610 .65590 74152 .60858
Muvipop 2.00 2.00 3.00 2.00 3.00
Mo&ipop 5.00 5.00 5.00 5.00 5.00

Yviwoprate Avolycio gop XoVIIVLOVYE YOUULTUEVT
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1T ®OV
AO Be
wepY
noapsd ¢
PLYNT VO |Op HET
®, GTOY1 |0 AEQ® 1 1 nad vot [ove 0 e dew
vy outn K| € py o [too poyn o OAPEADY TV | VEYATITE Y OVC
v opyovi|pyoaviC [d py Ade ot peed tn|T 6o poyM o |eBvevyeoc o Ae
Catiov 16| atiov [ovAd PBe dic|at L no®|d pyoedd v |amivy TN opy
o potTep|pynt v|pounted 1d t | pew on| to TNIG opy |avifatiov ®wov
0 veyec|om, em [ dex10€d t0 [Ttlovo To|avifatiov, L|Ad e tne oy ap
oLty oo |ev 1d 1 [Aeame py of yovolde| ynt yovet| xity od amod
poyn oo | oavte | pyoviCartio | p Aeawmt |0ep mopkivy|afre aitepvat
deope | d 10 V VO® vy ehoemnepe 1weo
oA 27 27 27 27 27 27
Moot 0 0 0 0 0 0
VY
Meav 4.1481| 4.2593 4.1852| 4.0370 4.2963 4.2222
218. AemiaTiov .66238| .71213 68146 .70610 .60858 .64051
Muvipop 3.00 2.00 2.00 2.00 3.00 3.00
Moagipop 5.00] 5.00 5.00 5.00 5.00 5.00

Yviwapiate Avoilyolo ¢op NopUaTI®DE YOUULTUEVT
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1 WOVAD VOT
EBEV 1D 1T ® Aeame Py
EPE TO LY O opyavilott
dmavTaye, 1 oV pLyNnT vo
1 00 voTt dee | 00 vot deel o Beyovoe
A ovy ofAy| 1T @oLAD B |t WOLAD deg L NOTE O GE
OTLOV TO PE|€ PLyNT T0 A |A YOIATY 10 [tnio opyav|voe od oAt
oy oitn pleoame py op |t Aedpt pwy o | latiov O | YaTiov 1o T |t 0we Ly opyavilot
Y yuppevt g|yavilatiov | pyovilaTio [cepmES Ly | NE TEOTAE 1| LOV oL YPEAT dEAA O
UTAOYEP Vo V VO® AOYOATY V1T ¢ cunmopT
N COAL 27 27 27 27 27 27
Micoivy 0 0 0 0 0 0
Meav 4.0000 4.2222 4.0741 4.2593 4.1852 4.2963
210. Aemiatiov .67937 69798 72991 65590 .68146 72403
Muvipop 2.00 2.00 2.00 2.00 3.00 2.00
Mog&ipop 5.00 5.00 5.00 5.00 5.00 5.00
Teotivy dop yopperatiov o adpdeyTime YOUULTHEVT v dipevolove op OXB
YnoptoMa|Altpuic | Xovoylevtio | Xovpteo
Addeytime| Ximuy % 1) Lo Y
Adpeytt Tleapcsov Xoppe 1 6817 750 772 667" 716"
wE Aatiov
21y. (2—toured) .000 .000 .000 .000 .000
N 27 27 27 27 27 27
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Teotivy dop yopperatiov fetmeev XovTivoovye YOUULTUEVT avd dipevolove op OXB
Xovtivoovy, YnoptcoM [Altpuic | Xovoytevtio | XovpTeo
€ Ximy oV n Lo U}
Xovtivoavye Tleapoov Xoppeh 1] .738™ 6817 779" 6307 734"
QTLOV
21y. (2—toured) .000 .000 .000 .000 .000
N 27 27 27 27 27 27
Teoativy dop yopperlaTioV PETMEEV VOPUATITE YOUULTUEVT 0V dtpevalove od OXB
Noppotim 2noptoM [Altpuic | Xovoylevtio | Xovpteo
€ Ximy av n Lo s
Nopuatiwe Ileapcsov Xoppeh 1| .788™ 8017 8417 7417 8477
QTIOV
21y, (2—toured) .000 .000 .000 .000 .000
N 27 27 27 27 27 27
Aneving 11

OYEZTIONNAIPE ON EMITAOYEE XOMMITMENT ANA OPTANIZATIONAA XITIZENZ
HIIT BEHAGIOP

IMapt A— Agpoypanniy data: Tnio Tapt oceEKc T0 O TV GOUE TEPTOVAA SATA PPOL PEC

TOVOEVTO TNAT OIAA YULOE TNE LVIEPTPETATIOV 0P OTNEP dATAL.

Ivotpuytiov: TAEQCE OVAY TLYK OVE OTTIOV TNAT OEGYPLPEC YOUL ATTPOTPLATEAY
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1) Male 2) Female

1. Apewyov

2. Qnuyn aye foaxiker d11e yov?
1

18-23
24-29
K]
30-35
4
3641
5
42—-afowe

3. How Aovy nowgBeev (yopked v yovp opyaviCartiov?
1

0-5 yeapo
6—-10 yeapo

2
11-15

4. Onart noctu.ﬁ YoL MoAd v yovp opyaviLatiov?
1

Moavayep

2

XUTEPTLIGO

Yvit nead

Yvyrloaocoidpied Otepo

5. ONOT 16 Hera YN ECT QY AOEULY, ALTTALVUEVT?

OEAX

QAEX

3

ONA
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HNA

3
Bayneropol] deypee

Moaotepo 0d »4

IInA

5

ITAPT B- Tnic mopt 0€EKG TO OPTALY PEGTOVOET PEYAPILVY TO OpyaviLaTiovad X1Tileve

nn Benamiop.

Ilapr | OPTANIZATIONAA XITIZENZHITT BEHAGIOP (OXB) A |4 |N|A |ZA
3

A. X1wy, WIPTLE— CEPTWLVY OV (OUULTIEES VO WOALVTAPIA
Y aTTEVOLVY PLVYTIOVC THOT TPOLOTES TNE LVIEPECTC O

e opyaviLaTtiov.

L Eunloyees nepe KEET LT OLTN SEWEAOTUEVTG LV TNE YO
ToVY
2. 2todd pepPepo od o opyavifatiov attevd opyoviCott

oV QUVYTIOVG TNAT ape VOT peBLLPED, PUT TNAT NEAT TNE

YOUTOVY LLLOLYE

3. [TeomAe v TG opyaviatiov ape MIAALVY TO PLGK ST
TPOWAA v 0pdep T0 e€mpecc tnelp Peitedo afouvt mnar

o Beot dop TnE YOoUTOVY

(B) YTOPTGUOVONLT —0WOLOUVYE O YOUTAULVC OLVO A |A|N|A|ZA
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Qnvivy

4. Y1odd pepPepo yovouue o Aot 0d TLUE YOUTAALVIVY a0
LT TPLELOA pottepo (PY)

3. Ytodd pepPepo nepe poke [JHOLVTALVG OLT O LOAENTIAA
ol (uoke mpoPrenc PBryyep tnav tney ape) (PX)

6. 21odd nepe POYLC OV ONAT 1G GPOVY MLTN TNELP CLTLATL
OVG POTNEP TNOAV TNE TOCLTIWE GLOEG 0P TNOGE GLTLATLO
\%e

X) AATpulop —meAmvy Benamiop Oipey TS AT OTEYLPLY, 2A A
IvéimidvoAo.

7. 21odd NEPE MNEAT TO OPLEVT VEM AYEVTC EWEV TNOLYM 1T LG
vot pebuilped od tnep

8. 21odd ape AAOAYS PEAdY TO NEAT Op TO AEVD O NEATLVY
NOVO TO TNOGE OLPOLVD TNEU

9. 21odd nepe MIAMVYAY Y1me 0P TNELP TLUE TO NEAT OTNEP
G OLTN WOPK PEAATED TNIVYC

A) Xovoyievriovoveoo—edpPrLy1evt LOE 0 TIUE AVO A A
yYovy Beyovd pivipop eEnEYTATIOVE
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10. 21odd NEPE L OVOYIEVTIOVGAY POAAOM YOUTAVY PEYLAOL

TIOVG VO TPOYEOVPEC

11. 21odd nepe Tupv v PLIYETC, GALES TPOPEYTIOVD, eETEV

GEGC PETOPTO, ETY. EAPALEP TNAV 1G peBLLPED

12. 21odd NEPE PETLPV TNOVE YOALG AVO PEGTOVS TO LEGT ALY

€6 avd pebLEGTo pop LVPOPUATIOV TPOUTTAY

(E) Xovpteoy — N@IVY AdTWAVYE VOTLYEC, PEULVOIEPT, ALVO 24 |4 | N | A |ZA

LOUULVIYATIVY ONTPOTPLATE LVPOPUATIOV

13. 21odpd nepe OTovyn Paocel] mitn otnepo Bedope tvitiatt
VY 0 TLOVG TNAT ynt addeyt tnep (tvdopp otnepc aded

LATEAY)

14. 21odd NEPE TAKE GTENS TO TPY TO TPEBWEVT TPOPAEUT LT

N OTNEP AYEVTC ALVO/OP OTNEP TEPCOVVEA LV TNE AYEVYY

®uectiovvaupe ov Eunhoyee Xopptuevet

Appeytime Xouyurtuevr-Idevagiyariov arn, Ilveolweusvrivavdeu |2 | Al N A

OTIOVAA ATTAYMUEVT TO TNE OPYaVILATIOV A

1 | 1 woLAS P mepy NATTY TO OIEVO TNE PECT OP LY Y APEEL WITT) TNLC O

pyraviiatiov
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2| I pcadldy gsel ao 19 tnioc opyavidariovl] o rpofAsuc aps uy owv

3 | 160 vot geed a otpovy oevoe op Pelovyivy to uy opyaviiariov

4 | 160 vot geed Aixe [ apt op tne papilyll ar tnio opyavidariov

5| Tnio opyavilatiov nac a ypet 0L 0@ TELOOVAL LUEAVIVY POp LE

Xovrivoavye Xopuituevt—y oppTIEVT fACED OV Eunloweel o peyoyvi

TIOV 0@ TNE YOOT 0P AEATIVY TNE OPYyaAVISATIOV

6 | Piynt vow, orayivy witn py opyaviSaTioV 10 O UATTEP OP VEYECTITY

Qo HUYN Ao OCIPE

7 | It @oULAO Pe mepy nopod gop e 1o Asame Ly opyaviSatiov piynt vo,

cwmev 19 I oavred 10

8| Too uvyn o uy Liges wovAS P dtopvnted 1 1 Osy1080 10 Asame Ly o

PyaviLaTiov Vow

9| I geed tnar I nawe pew ontiovo 10 yOVOILOEP AsamiVvy

1| 1§ [ nad vor alpsady nvt 6o poyn op LY oeEAP 1VTO TNIO OPpyAVILATIO

0| v, I iynt yovoiogp wopkivy sloswnepe

1 | Ove 0@ tne gew veyarime yovoeOLEVYET 0P AEATIVY TNIO OPYAVILATIO

1 | v @wovAd fe tne oyapyity op amailafle altspvarimec

Nopuartias Xouuituevt— yoppTtUEVT fACED OV GEVOE 0P ofAyatiov T

0 TNE opyaviLaTIioV

1 | 160 vot gsed avy ofliyatiov 10 pEUALY WITN LY Y VPPEVT EUTAOWED
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1 | Ewev 1 11 wepe 10 Py admavraye, 1 60 vot geed 1t @ovAd fe ptynt 1o

3 | Asawe py opyavidariov vow

1 | 1 wovAS geed yvidty 19 I Aspt py opyavilatiov vow

1 | Tnio opyavidariov SsocepmET Uy AoyaATy

1 | 1 wovAd vor Aeame uy opyavidariov piynt vow Peyavoe I nawe a oev

6 | o€ 0 ofAiyatiov 10 TNE TEOTAE LV IT

1 | I owe py opyavidariov a ypsat dsald op ocvmmopt
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