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Abstract: The software professionals are working in a climate which is different from other industries. The 

software industries face with umpteen number of challenges in the unpredictable economy. In a manpower 

intensive software industry, the extra role behaviours are considered as one of the essential aspects for 

organisational effectiveness. The present study aims to investigate the relationship between Organisational 

Climate and Organisational Citizenship Behaviour among the software professionals. The study was 

conducted among the 555 software professionals working in Multinational companies and Indian companies 

in Chennai. Data were collected using Organisational Climate (OC), and Organisational Citizenship 

Behaviour (OCB) scales. The data obtained were analysed by using statistical techniques like ‘t’test, Karl 

Pearson’s Coefficient of Correlation.  The results indicate that the perceived Organisational Climate has 

been positively correlated with Organisational Citizenship Behaviour, and was found statistically significant. 

The mean difference of OCB is significant with marital status, type of family, graduation and nativity of 

software professionals. There is a  significant difference in  the exhibition of OCB  between software 

professionals working in Multinational companies(MNCs) and Indian companies 

Key words: Organisational Climate, Helping Behaviour, Conscientiousness, Sportsmanship, Courtesy, Civic  

virtue , Organisational Citizenship Behaviour and Software professionals 

 

 

I.     Introduction 

Industries are foundations for the development of individuals, groups, communities and the nation as 

the whole. Most countries in the world have experienced growth due to industrial revolution. In recent decades 

economic growth has occurred in the world as a result of innovations in IT technology. Like any other industry, 

IT industry, has an increased productivity, particularly in the developed world, and hence it is a key driver of 

global economic growth. An IT industry helps many other sectors in the growth process of the economy 

including the services and manufacturing sectors. In India also development has occurred due to IT industries. 

Due to export, the information technology industry is one of the major sources of foreign currency of India. The 

growth of India's IT sector has brought about many other positive changes in the Indian economy. The 

purchasing power of a large section of Indian population has increased dramatically. This has resulted in an 

increase in the average standard of living of the majority of population of the country. The increase in 

purchasing power of the common people has propelled the growth rate of the other sectors such as construction, 

automobile etc. and the economy as well. Development of industries itself is determined by both external and 

internal factors.  While external factors relate to global and national trends of the business, the internal factors 

relate to organizational climate, behaviour of employees etc. Employers usually expect their employees to 

contribute more than what is put down in job description, maintaining a positive attitude all the times and 

promote their organisation to outsiders and at the same time maintain a healthy relationship within the 

organisation. During the turbulent economic times, the exhibition of Organisational Citizenship Behaviour 

would help to improve the organisational performance. 

 

II.     Organisational Citizenship Behaviour 

Organisational Citizenship Behaviour (OCB) is defined by Organ (1988) as individual behaviour that is 

discretionary, not directly or explicitly recognized by the formal reward system, and that in the aggregate 

promotes the effective functioning of the organisation. The discretionary behaviour is not laid down in the job 

description. Organ (1998) has also pointed out the significance of OCB for organisational efficiency, 

effectiveness, innovation, and adaptability within diverse organisations.  Behaviours that are part of the 

individual‟s formal job requirements are called in-role behaviour and behaviours that go beyond formal job 

http://www.economywatch.com/business-and-economy/information-technology-industry.html
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requirements are called extra-role behaviour.  OCB includes discretionary "pro-social" ethical behaviour, such 

as helping newcomers to the organisation, assisting co-workers on the job, not taking unnecessary breaks, and 

volunteering to do things not "required" by a job description. OCB is also voluntary, above the call of duty 

behaviours that not only contribute to company is success but are discretionary and not directly or explicitly 

recognised by formal reward systems. 

 

III. Types of Organisational Citizenship Behaviour 

Organ (1988) identified five categories of OCB: Altruism, Conscientiousness, Sportsmanship, 

Courtesy, and Civic Virtue. Altruism consists of discretionary behaviours which are aimed at helping specific 

persons with an organisationally relevant task or problem. Conscientiousness, which was originally called 

Generalized Compliance, refers to employees going beyond minimal requirements in carrying out their assigned 

tasks. Sportsmanship refers to activities that employees refrain from doing, such as complaining and filing petty 

grievances. Courtesy includes such actions as giving others advance notice, issuing reminders to others, 

checking with others before taking action, and passing along information. Civic Virtue is defined as responsible 

participation in the political life of the organisation (Graham, 1986.) Graham (1991) draws on political theory to 

conceptualise OCB. Research in political theory has identified active citizenship syndrome as comprising: 

Obedience – respect for orderly structures and processes and obeying the law, Loyalty – serving the interests of 

the community as a whole and volunteering extra effort for the good of the community, and Participation  -

active and responsible involvement in community self governance: keeping well informed about issues affecting 

the community. 

  Podsakoff and Mackenzie (1994) modified the categorizations, merged altruism and courtesy and 

termed it “helping”. Based on  Organ‟s (1988) five-dimension taxonomy, Van Dyne et al. (1994),and Williams 

and Anderson (1991) proposed a two-dimensional conceptualization of OCB: OCB-I (behaviours directed 

toward individuals compromising altruism and courtesy) and OCB-O (behaviours directed toward the 

organisation: comprising the remaining three-dimension in Organ‟s (1988) conceptualization). This 

categorisation is based on the direct and immediate target of citizenship behaviours and recognises that while a 

specific behaviour may directly benefit the organisation, it may have indirect benefit for individuals and vice 

versa. Though there has been a growing interest in understanding OCB and treating it as one of the 

variables in performance research in industrial and organisational psychology literature, there is a 

lack of consensus about the dimensionality of this construct. For the present study, the researcher adopted 

the five major dimensions of OCB, i.e.Helping Behaviour (Altruism), Conscientiousness (Organisational 

compliance), Sportsmanship, Courtesy, and Civic virtue, developed by  Podsakoff et al, (1990). 

 

III.a.  Helping Behaviour 

Helping behaviour has been identified as one of the dimensions of OCB by majority of researchers who 

have worked on the area (Podsakoff et al., 2000). Conceptually, it means voluntarily helping others. It was 

initially defined by Smith et al. (1983) as altruism and was stated as "... behaviour that is directly and 

intentionally aimed at helping a specific person in face-to-face situations (e.g., orienting new people, assisting 

someone with a heavy workload" . Over the years, the concept of helping behaviour has evolved to be equated 

with interpersonal facilitation which includes "a range of interpersonal acts that help maintain the interpersonal 

and social context needed to support effective task performance in an organisational setting”. 

 

III.b.   Conscientiousness (Organisational compliance) 

Along with helping behaviour (altruism), organisational compliance has had a long tradition of 

research in the area of citizenship behaviour. This dimension was initially referred to as 'generalized compliance' 

by Smith et al. (1983) and in later years it also came to be associated with 'organisational obedience' (Graham, 

1991). This dimension of compliance tends to capture a person's internalization and acceptance of the 

organisation's rules, regulations and procedures. This behaviour is regarded as a form of citizenship behaviour. 

Even though everyone is expected to obey company regulations, rules and procedures at all times, many 

employees simply do not. Therefore, an employee who religiously obeys all rules and regulations, even when 

no one is watching, is regarded as especially good citizen" (Podsakoff et al., 2000,).   

III.c.   Sportsmanship 

Sportsmanship, as a form of citizenship behaviour, has not received much attention from the 

researchers (Podsakoff et al., 2000) and has been defined as "a willingness to tolerate the inevitable 

inconveniences and impositions of work without complaining" (Organ, 1997,). 'Good sports' are people who 

"maintain a positive attitude even when things do not go their way; are not offended when others do not follow 

their suggestions; are willing to sacrifice their personal interest for the good of the work group; and do not take 

the rejection of their ideas personally" (Podsakoff et al., 2000 ).  

III.d.   Courtesy 
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 Courtesy is demonstrated in the interest of preventing creations of problems for co workers (Organ, 1997). A 

courteous employee avoids creating problems for co workers and reduces intergroup conflict. (Podsakoff and 

MacKenzie, 1997).  

 

III.e.  Civic Virtue 

Civic Virtue indicates a sincere caring and involvement in the political life of the organisation. This is 

evident when an employee attends meetings, reads internal mail, and responsibly offers constructive suggestions 

that can benefit the overall organisational well-being and keep abreast of changes in the organisation. 

The research work of Podsakoff et al (2000), has focused on four major categories of antecedents of 

OCB, namely, employee characteristics, task characteristics, organisational characteristics, and leadership 

behaviours. Employee characteristics, for example in the form of employee satisfaction, perceptions of fairness 

of the leader and organisational commitment, are the most frequently investigated antecedents of OCB 

(Podsakoff et al, 2000). Especially fairness perceptions of the leader have been shown in the literature as a 

pivotal force behind OCB (Moorman, 1991; Organ, 1988). When subordinates perceive fair treatment from 

supervisors, they feel a need to reciprocate by engaging in discretionary activity that characterizes OCB. The 

above mentioned employee characteristics have been shown to have significant relationships with citizenship 

behaviours. Three forms of task characteristics (task feedback, task routinisation, and intrinsically satisfying 

tasks) have significant relationships with all five types of OCB as distinguished by Organ (Podsakoff et al, 

2000). Task feedback leads to extra-role behaviours and also intrinsically satisfying tasks has a significant 

relationship with OCB. Task routinisation is negatively related to OCBs. The presence of task feedback and 

intrinsically satisfying tasks, there is a chance of 16 to 27 per cent that OCB will occur and when task 

routinisation is present, it is likely that OCB will not occur. The relationships between organisational 

characteristics and OCBs are somewhat mixed. For example, organisational formalization and organisational 

flexibility are not consistently related to OCBs (Podsakoff et al, 2000). However, group cohesiveness is found to 

be significantly related to the five types of OCB. OCB occurs when group cohesiveness is present. For the 

present study, the researcher adopted the Organs five dimensions of OCB. 

 

IV.         Organisational Climate 

Organisational Climate (OC) is about perception of the climate in an organisation, how the employee 

feels about the working conditions in an organisation. Pritchard and Karasick (1973) defined Organisational 

Climate as a relatively enduring quality of an organisation's internal environment which results from the 

behaviour and policies of its members, is perceived by its members, and acts as a source of pressure for 

directing activity. Organisational Climate is a concept that enables the industrial/organisational psychologist to 

identify how the organisation is a psychologically meaningful environment for individual organisation members 

(Payne and Pugh, 1976). Chattopadhyaya and Agarwal(1979),explained Organisational Climate as a 

psychological environment prevailing in the organisation, which is an outcome of a number of variables in 

social system, organisation and also of the individual members. The perception will influence their attitudes and 

behaviours in an organisation. Gogoi and Talukdar (1992) considered the Organisational Climate as the 

measurable property of work environment prevailing in that organisation. It also refers to member‟s perception 

of organisational features like decision making, leadership and work norms. A number of studies have indicated 

that organisational characteristics may directly impact organisational behaviour. It can be concluded that 

Organisational Climate can be defined as employees' subjective perceptions of the work environment which are 

descriptive and these perceptions can lead to affective responses which govern employees' behaviour. 

V. Aim 

The aim of the study is to find out the association between Perceived Organisational Climate and Organisational 

Citizenship Behaviour among the software professionals. 

 

VI. Objectives 

1. To investigate the association between Organisational Citizenship Behaviour and Perceived 

Organisational Climate of the Software Professionals. 

2. To find out the difference in exhibition of Organisational Citizenship Behaviour between the software 

professionals working in Multinational companies and Indian companies. 

3. To find out the association between socio-demographic conditions and Organisational Climate, 

Organisational Citizenship Behaviour among the Software professionals. 

 

VII. Hypotheses 
1. There will be no significant relationship between perceptions of Organisational Climate and the 

exhibition of Organisational Citizenship Behaviour. 

2. There will be no significant differences found between demographics (sex, marital status, type of 

family, graduation, and nativity of employees) and Organizational Climate. 
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3. There will be no significant difference between demographics (sex, marital status, type of family, and 

graduation, and nativity of respondents) and Organisational Citizenship Behaviour. 

4. There will be no significant difference in exhibition of Organisational Citizenship Behaviour between 

employees working in Multinational companies and Indian companies.  

 

VIII. Population and Sample of the Study 

All Software professionals working in Software companies in Chennai which were registered with 

Software Technology Park India in Chennai Zone were considered as the universe of the study. The theoretical 

population for the study was all Software professionals working in Software companies in Chennai which were 

registered with software Technology Park India in Chennai Zone.  A list of software companies in Chennai was 

drawn from the website of Software Technology Park India (STPI), Chennai Zone. There were 1501 software 

companies registered with STPI during the study period. These companies were stratified into Multinational 

companies and Indian companies. There were 264 Multinational companies and 1237 Indian companies. A 

group of 10 % of the companies was randomly selected by adopting lottery method from each category.  Twenty 

six companies were drawn from Multinational companies and 123 companies were drawn from Indian 

companies. The researcher was told during his discussion with the HR professionals that the companies with 

more than 150 employees will have similarity in functions and accordingly the researcher selected companies 

with more than 150 employees from the list of drawn.  The final list came to 10 in Multinational companies and 

20 in Indian companies. A requisition letter was sent to the e-mail id of HR Managers of these selected 

companies. Out of these companies only 3 units of Multinational companies and 4 units of Indian companies 

permitted the researcher to collect data without affecting their work schedule. There were 484 software 

professionals in Multinational companies and 654 were in Indian companies. The tools were distributed to 

software professionals. Out of these professionals, 293 respondents from Multinational companies and 314 from 

Indian companies responded and returned the questionnaires.  Incomplete questionnaires numbering 16 and 36 

from MNCs and Indian companies respectively were discarded. Finally, 277 filled in questionnaires from 3 

Multinational companies and 278 from 4 Indian companies were used for analysis. Thus total sample size of the 

study was 555 from both MNCs and Indian companies. 

 

IX. Tools for Measurement 

Along with the proforma for socio demographic details, the Organisational climate inventory –Form 

„B‟(Chattopadhyaya and Agarwal,1988 and Organisational Citizenship Behaviour Scale developed by Kuldeep 

Kumar & Arti Bakhshi (2005) were used for collecting the data. The scale has 70 items comprising eleven 

dimensions with 5 point rating response category from 1 to 5 for the positive response and for negative items, 

the scores are given in opposite direction. The Performance Standards( 7 statements), communication flow(11 

statements), reward system(4statements), Responsibility(4 statements), Conflict resolution(7 statements), 

Organizational structure(5 statements), Motivational level(7 statements),  Decision-making process(7, 

statements) and Support system(9 statements), Warmth(4, statements), and Identity problems(4, statements).  

Reliability co-efficient by Spearman-Brown formula was .0898. The OCB scale has 30 statements with 5 

dimensions. The reliability of the whole scale was found out to be .82 The reliability of various subscale was 

measured by Chronbach alpha and are Conscientiousness(9, statements) was at 0.71, Courtesy (6,statements) at 

0.75, Sportsmanship (6,statements)  at 0.81, Helping coworker(Altruism) (5,statements)  at 0.91, Civic virtue 

(4,statements)  at 0.79. A five point rating response was used; Never, Rarely, Sometimes, Frequently, Always 

The response choices of the scale was given the following scoring points; Never-1, Rarely-2, sometimes-3, 

frequently-4, always-5.  The collected data were analysed by using SPSS (Statistical Package for Social 

Sciences) 14.0 Evaluation version and the following statistical tools such as the Karl Pearson coefficient of 

Correlation  and  „t‟ test were used as and when required. 

 

X. Results 

Table 1:Correlation of study factors with age, experience and 

monthly salary for software professionals 

Sl.No Factors OC  Score OCB Score 

1 Age -0.267(**) -0.328(**) 

2 Experience -0.274(**) -0.299(**) 

3 Salary -0.110(**) -0.072 

4 OCB + 0.794 (**) 1.00 

Note: ** Correlation is significant at 0.01 level 

 

From the TableNo:1, we clearly observe that,  the perceived Organisational Climate scores has been 

positively correlated with Organisational Citizenship Behaviour scores ( r=+0.794) which is significant at 

0.01level.  Hence, the null hypothesis namely (1), there is no significant relationship between perceptions of 



S. Murugesan et al., American International Journal of Research in Humanities, Arts and Social Sciences, 3(2), June-August, 2013, pp. 209-

216 

  AIJRHASS 13-251; © 2013, AIJRHASS All Rights Reserved                                                                                                            Page 213                                                                                                          

Organisational Climate and the exhibition of Organisational Citizenship Behaviour is rejected. In other words, 

higher the perception of Organisational Climate scores, higher the exhibition of Organisational Citizenship 

Behaviour scores. 

The age has been negatively, significantly correlated with Organisational Climate (-0.267) and 

Organisational Citizenship Behaviour (-0.328). It was also found that years of experience of the respondents, 

has been negatively, significantly correlated with Organisational Climate (-0.274) and Organisational 

Citizenship Behaviour (-0.299). The monthly salary of the respondents, has been negatively, and significantly 

correlated with Organisational Climate,(-0.110) and negatively associated with Organisational Citizenship 

Behaviour(-0.072) which is not significant at 0.01level.  

 

Table No:2. Mean, SD and ‘t’ values for Organisational Climate based on Sex, Marital 

status, Type of family, Graduation, Nativity  

Demographic 

factors  

Variables Mean SD „t „ values Statistical 

results 

Sex Male (446) 220.47      34.23 2.175 P <0.05 

S Female(109) 213.35     29.72 

Marital Status Unmarried(239) 226.89      33.60 4.883 P < 0.05 Sig 

Married(316) 213.16      32.21 

Type of family Joint Family (123) 210.85      30.25 
3.320 P < 0.05 Sig 

Nuclear Family (432) 221.41     34.02 

Graduation Under Graduate  (407) 220.83     33.45 
2.050 P < 0.05 Sig 

Post Graduate (148) 214.26      33.21 

Nativity Tamilnadu (420) 224.61   34.56 
8.878 P < 0.05 Sig 

Other States (135) 201.84    22.46 

The table 2 reveals that the mean difference of OC is significant with sex, marital status, type of family, 

graduation and nativity of the software professionals (P < 0.05 Sig). It can be concluded that the male, 

unmarried, software professionals from nuclear family, software professionals with undergraduate qualification 

and software professionals from Tamilnadu have perceived higher scores on OC than the female, married, the 

employees from joint family, post graduates and employees from the other states. Hence, the null hypothesis, 

namely, i.e., there is no significant relationship between socio-demographic factors and Organisational Climate 

is rejected. 

Table No:3 M Mean, SD and ‘t’ values for Organisational Citizenship Behaviour based on 

Sex, Marital status, Type of family, Graduation, Nativity 

Variables 
Demographic 

details 
n Mean % SD „t‟ values 

Statistical 

Results 

OCB 
Male 446 75.60 21.75 

1.386 P>0.05 NS Female 109 72.38 21.90 

OCB Unmarried 239 82.31 21.01 

7.206 

 

P < 0.05 

Sig 

 
Married 

316 69.42 20.75 

OCB Joint Family 123 66.83 20.84 

4.872 

 

P < 0.05 

Sig 

 

Nuclear 

Family 
432 77.28 21.53 

OCB 

 

Under 

Graduate 
407 76.77 21.61 

3.252 

 

P < 0.05 

Sig 

 

Post 

Graduate 
148 70.02 21.63 

OCB Tamilnadu 420 79.23 21.54 

9.829 

 

P < 0.05 

Sig 

 
Other States 135 61.71 16.72 

 

The above Table 3: shows that the mean difference of OCB is significant with marital status, type of 

family, graduation and nativity of the software professionals (P < 0.05 Sig). However, the mean difference 

found between males and females do not differ significantly. Hence, the null hypothesis, there is no significant 

difference found between demographics (Marital status, Type of family, Graduation, Nativity) and 

Organisational Citizenship Behaviour has been rejected. It can be concluded from the table no.3 that the 

unmarried software professionals, software professionals from nuclear family, software professionals with 

undergraduate qualification and software professionals from Tamilnadu have exhibited higher level of OCB 

than the married, the employees from joint family, post graduates and employees from the other states.  
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Table 4 shows Exhibition of Organizational Citizenship Behaviour 

(OCB) of employees of MNCs and Indian Software companies 

Sl.No Factors of OCB 

MNC 

(277) 
Indian companies (278) 

„t‟ Value 
Statistical 

result 
Mean % S.D Mean % S.D 

1 Conscientiousness 21.90 7.72 21.50 7.75 0.596 
P > 0.05 

NS 

2 Courtesy 15.48 5.03 14.42 4.68 2.559 
P< 0.05 

Sig 

3 Sportsmanship 17.69 5.37 15.65 4.91 4.666 
P < 0.05 

Sig 

4 Helping Co-worker 11.36 3.47 11.52 3.88 0.514 
P> 0.05 

NS 

5 Civic Virtue 10.83 4.22 9.58 3.82 3.641 
P< 0.05 

Sig 

 

Total  OCB 

 

77.26 22.49 72.69 20.88 2.480 
P< 0.05 

Sig 

 

The results of „t‟ test shows a significant difference in mean scores of exhibition of Organisational 

Citizenship Behaviour of professionals from MNCs and Indian companies. Hence, the null hypothesis,(5 ) there 

is no significant difference found in exhibition of Organisational Citizenship Behaviour between employees 

working in Multinational companies and Indian organisation has been rejected. The result is clear that software 

professionals from MNCs showed a significantly higher score on exhibition of OCB in comparison to that of 

professionals from Indian companies. The employees working in MNCs and Indian organisations do not differ 

significantly with respect to dimension of Organisational Citizenship behaviour i.e. Conscientiousness, ( t= 

0.596, P> 0.05 ) , Helping Co-worker, (t=0.514, P> 0.05). So, the employees working in MNCs and Indian 

organisation have similar Conscientiousness, Helping Co-worker scores. The employees working in MNCs and 

Indian organisation do differ significantly with respect to dimension of Organisational Citizenship behaviour,     

i .e. Courtesy,( t=2.559, P< 0.05 Sig )  Sportsmanship,  (t=4.666, P < 0.05 Sig ),  Civic Virtue ( t=3.641, P< 

0.05, Sig) .Hence, the employees working in MNCs have higher score on dimension of Courtesy, Sportsmanship 

and Civic Virtue than the Indian companies. 

XI. Discussion 

 The study was carried out to examine three objectives. The first objective was to investigate the 

relationship between the Organizational Climate and Organizational Citizenship Behaviour. The finding 

indicates a significant positive association between Organizational Climate and Organizational Citizenship 

Behaviour. The Organisational Climate influences the effective performance of employees in an organisation 

because it is related to motivation and job satisfaction. The Organisational climate factors such as 

communication flow, reward systems, conflict resolution, motivation, decision making, and identity problems 

have greatly influenced the perception of Organisational climate. The management shall take steps to improve 

the communication system followed in the company, reward systems, conflict resolution strategy, motivational 

practices, and overcome the identity problems in the organisation. Therefore the employees would have better 

perception towards the Organisational Climate.  

 The second objective of the study was to explore the association between OC, and sex, marital status, 

type of family, graduation and nativity of the software professionals. It was hypothesised that there is no 

association between demographics (sex, marital status, type of family, graduation, and nativity of respondents) 

and Organizational Climate. However, the hypothesis was rejected. The results depicts that the demographics 

such as sex, marital status, type of family, graduation, and nativity of respondents positively associated with 

Organizational Climate. It can be concluded that the male, unmarried, software professionals from nuclear 

family, software professionals with undergraduate qualification and software professionals from Tamilnadu 

have perceived higher scores on OC than the female, married, the employees from joint family, post graduates 

and employees from the other states.  

Miller (2003), Cleveland‟s (2006) ,Gul (2008), and Mathew‟s (2011) found that gender has no 

relationship with Organisational Climate. However, in software companies, the male get more opportunities for 

closer interaction with superiors and colleagues and their participation in decision making is more. They get 

better social support and opportunities for social mobility. Mathew et al (2011) also found that married and 

unmarried differ significantly with regard to perception score on OC. However, this finding contradicts with the 

findings of Bhaesajssanguan‟s (2010) study among the employees of telecom industry which presents that 

married and unmarried do not differ with regard to perception score of OC. The software professionals from 



S. Murugesan et al., American International Journal of Research in Humanities, Arts and Social Sciences, 3(2), June-August, 2013, pp. 209-

216 

  AIJRHASS 13-251; © 2013, AIJRHASS All Rights Reserved                                                                                                            Page 215                                                                                                          

nuclear family enjoy more freedom, more comfort and fewer burdens. These make their lives easier and leave 

more energy and spirit. Because of these reasons their perception score on OC is higher. The researcher 

discussed with a few Human Resource Managers and it was found software companies have fixed UG degree in 

engineering as the required qualification and rarely post graduate candidates are selected for higher order 

positions. The software  professionals are relatively highly qualified and their expectations in terms of salary, 

position and recognition are more. But, these aspects are not fulfilled as per the expectations of PG respondents 

and so their perceptions about OC are poor. The software professionals having the nativity of Tamilnadu have 

more social interaction and better social support that might influence their perception score of OC. 

 From the results, it is suggested that the management have to take steps to understand the specific 

problems of the female and married employees. The management can introduce flexi timings for the women 

employees and crèche for the employees‟ children. The employees from joint family have lesser score on OC 

because they may have more commitment, problems in the family. So, it has been suggested that the 

management shall take steps to offer support service like counselling to the employees in joint family. The 

employees with post graduate qualification perceive low scores on OC. The employees with higher qualification 

shall be offered with better salary, challenging roles and recognition. The social networking activities shall be 

strengthened so that employees from other states feel comfortable in the organisation.  

 The unmarried software professionals, software professionals from nuclear family, software 

professionals with undergraduate qualification and software professionals from Tamilnadu have exhibited 

higher level of OCB than the married, the employees from joint family, post graduates and employees from the 

other states. However, the males and females do not differ with regard to exhibition of OCB. 

The results of the present study are different from Lin et al (2011) who found that marital status does 

not have any relationship with exhibition of OCB in service industries. The results reveal that unmarried 

respondents had high score on perception of Organisational Climate and consequently they exhibited high in 

OCB. This might be because those unmarried software professionals have lesser family commitments and they 

have more time and energy leading to better perception of OC and exhibition of OCB. Married software 

professionals have lesser mean score on OC and OCB because they have more additional commitments and 

relatively lesser concentration on job because of burden caused by marital life.  

It is also found that the employees from nuclear family have exhibited higher level of OCB than the 

employees from joint family.  In the present study, the number of nuclear families is higher. The software 

professionals from nuclear family naturally enjoy more freedom, more comfort and fewer burdens. These make 

their lives easier and leave more energy and spirit. Because of these their perception score on OC is higher and 

they exhibited more OCB. It is concluded that the employees with undergraduate qualification have exhibited 

higher level of OCB than the postgraduates. The software professionals are relatively highly qualified and their 

expectations in terms of salary, position and recognition are higher. But, these aspects are not fulfilled as per the 

expectations of PG respondents‟ results in lesser scores on perceptions of OC. The same trend reflects in OCB 

also. The difference in the mean score clearly points out that the employees from Tamilnadu have exhibited 

higher level of OCB than the employees from other States. The software professionals having the nativity of 

Tamilnadu had perceived high level of OC, as seen in the present study. This may be due to linguistic factor and 

native culture. The software professionals having the nativity of Tamilnadu may have more friends from their 

own educational institutions and have opportunities to identify people who are close to them in many aspects. 

Because of these factors software professionals having the nativity of Tamilnadu have more social interaction 

and better social support. Hence their perception score of OC is higher. The above mentioned factors such as 

social interaction and better social support might have motivated the software professionals and favouring them 

to exhibit more on OCB. 

The third objective of the study was to find out the difference in exhibition of Organisational 

Citizenship Behaviour between the software professionals working in Multinational companies and Indian 

organizations. The result is clear that software professionals from MNCs showed a significantly higher score on 

exhibition of OCB in comparison to that of professionals from Indian companies. This significant difference 

might be due to the fact that employees of MNCs had higher level of perception on OC. When software 

professionals are satisfied with the organisational factors and they may become more committed towards their 

profession. There exists a positive relationship between organisational commitment and job satisfaction and it is 

predicted that the employees are more likely to engage in behaviours that enhance their value and support the 

organisation. A more satisfied employee may have a high morale. The morale may appear to be high among the 

software professionals of MNCs and empirical research supports that morale may be one of the important 

determinants of citizenship behaviours (Organ and Ryan (1995). However, the software professionals from 

Indian companies exhibited the low levels of Organizational Citizenship Behaviour. It is quite evident from the 

present study that organizational climate factors have significant relationship with OCB. Further, the citizenship 

behaviour plays a major role in enhancing the coordination activities of software professionals in the 

organization. In other words the enhancement of coordination activities in an organization depends upon the 

OCB which in turn depends upon OC factors.  
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XII. Conclusions 

Industries form an integral part of the society and contribute to its development. Organisational Climate 

and Organizational Citizenship Behaviour are important aspect of efficient functioning of industries and its 

success depends on. The result of the study indicates that there is a relationship between OC and OCB. 

Therefore, the management of Indian companies could strengthen the organisational climate factors. So, it could 

be concluded that the Organisational Climate is very important for the software companies. A better 

organisational climate drives the employees to exhibit more OCB. This could improve the efficiency of the 

organisation. So, it is suggested that the management of Indian companies could strengthen the Organisational 

Climate factors such as communication, reward, scope for advancement, and early redressal of grievances 

through appropriate strategies. 
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