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Abstract 
The tendency of Social Intelligence SI and OCB may be supportive in organizational goal achievement, whereas the 
CWB hampers it. Social intelligence is a factor which may affect the tendencies of OCB and CWB. Aim of present 
study was to examine the relationship between SI, OCB and CWB and also to find out the impact of SI and OCB on 
CWB. Study was conducted on the population of employee working in public sector organizations situated in the 
National Capital Region of Delhi. A sample of 120 middle level managers, both male and female, was taken for the 
study from the specified population and a survey was conducted by using questionnaire method to collect the data 
for research. Measuring tests of Organisational Citizenship Behaviour Scale (OCBS) by Aarti Bakshi and Kuldeep 
Kumar (2009), Social Intelligence scale (Dr S. Mathur, 2007) and counterproductive behaviour scale (Paul and 
Suzy Fox, 2006) were used to measure the tendencies of CWB, OCB and SI. Findings reveal the higher tendency of 
SI and OCB among the stated sample, and moderately significant presence of CWB among the employees. SI share 
a positive significant relationship with OCB while it shares a negative significant relationship with CWB on the 
other hand OCB and CWB also shares negative significant relationship. Findings also revealed the effect of SI and 
OCB on CWB. 
Key Words: Organization citizenship behavior, counterproductive behavior, social intelligence 
  
INTRODUCTION 
The word organisation has been derived from the word “Organon” meaning organ or an entity which includes a social 
unit of people agreed to work together to achieve their collective and personal goals. Organizations are structure of 
relationships among various people working on different work positions to achieve a pre-specified goal by interacting 
through the network of communication. Organizational structure helps to subdivide the organizational work in 
different work positions for specifying the roles, responsibilities, and authority to execute the variety of organizational 
tasks for the achievement of organizational goals. Execution of organizational work is possible in a peculiar 
environment with a specified set of resources, infrastructure, people and culture. So organizations are the set of sub-
systems in a larger system which may get affected by the circumscribing environment, resources, infrastructure, people 
and culture. Present study aims to take into account the important dimensions of organizational culture which may 
affect the organizational performance and can rigorously improve/ hamper the organizational growth and wellbeing. 
The three significant socio-psychological dimensions included in the study are social intelligence, organizational 
citizenship behaviour and counterproductive behaviour. 
Organization Citizenship Behaviour 
The concept of organizational citizenship behaviour (OCB) was first coined by Dennis Organ, 1981 and defined OCB 
as the “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 organization.” According to Pierce (2002), 
organizational citizenship behaviour is voluntary on the part of the employee. Employees decide to practice OCB 
intentionally, consciously, deliberately and they are intended to be positively valued while working in the organization. 
Organizational citizenship behaviour, primarily, benefits the organization then co-workers and also the employees. 
Researchers have found out that the concept of OCB is a set of traits and according to the research of Dyne, 1994, 
people exhibiting OCB demonstrates the traits of organization obedience and Loyalty. Organ and Ryne, 1995, have 
proposed that employee morale is a key indicator in determining the trait of OCB. The main emphasis of one of the 
most popular theory on OCB, proposed by John W (2001), is that the people showing the high propensity for OCB has 
features that; their personality disposes them to do so, they feel that by practicing OCB, they will receive special 
attention, awards and recognition. Employees with high OCB attempt to engage in image enhancement through 
managing the impressions that others form of them. Various studies have found out about 30 potentially different forms 
of citizenship behaviour, however, the most recognized such seven common dimensions of OCB are; helping 

Impact of Social Intelligence on Organisational 
Citizenship Behaviour and Counterproductive 

Behaviour 
 

*Prof (Dr.) Rishipal, **Shriya vashisht 
 

 

http://www.ijaiem.org
mailto:editor@ijaiem.org


International Journal of Application or Innovation in Engineering & Management (IJAIEM) 
Web Site: www.ijaiem.org Email: editor@ijaiem.org 

Volume 7, Issue 6, June 2018              ISSN 2319 - 4847 
 

Volume 7, Issue 6, June 2018                                                                                                                         Page  92 

behaviour, sportsmanship, organizational loyalty, organizational compliance, individual initiative, civic virtue, and self 
development.  
In view of the fact that almost all of the researches related to OCB were influenced by the research of Katz (1964). 
Perhaps it is not surprising that these underlying dimensions bear a strong resemblance to the dimensions of 
“innovative and spontaneous” behaviour that he identified in his original article, including (1) cooperating with others, 
(2) protecting the organization, (3) volunteering constructive ideas, (4) self-training, and (5) maintaining a favourable 
attitude toward the company 
Counterproductive Work Behaviour (CWB)  
Counterproductive work behaviour is involvement of organizational people in such activities which can harm the 
employee or organization and results in hampering the organization to achieve its goals. Counterproductive work 
behavior (CWB) is said to be “any intentional behavior on the part of an organization member viewed by the 
organization as contrary to its legitimate interests” (Gruys and Sackett 2003, p. 30).  
Counterproductive work behaviour is also known as workplace deviance behaviour which refers to the employees 
behaviour intended to hamper/ harm self, others or organization resulting in physical or virtual loss to the organization 
or its person. Robinson and Bennett have suggested four type of counterproductive  work behaviour which includes i) 
production deviance involves behaviours such as leaving the workplace early, intentionally working slow, or taking 
long breaks; ii) property deviance, which includes damage to organizational equipments and infrastructure, theft of 
property or taking kickbacks; iii) political deviance, involving in favouritism and uselessly involving in gossiping iv) 
personal aggression, involving violence and abuse and endangerment. 
Social intelligence 
Social intelligence is an individual’s ability to effectively traverse and adjust with social interactions and relationships 
for best possible adjustment with social groups. Social scientist According to Ross Honeywill social intelligence is an 
aggregated measure of self- and social-awareness, evolved social beliefs and attitudes, and a capacity and appetite to 
manage complex social change. Nicholas, 2000, has emphasized that social intelligence can effectively describes 
human beings instead of quantitative intelligence. The definition of social intelligence given by Thorndike, 1920 is "the 
ability to understand and manage men and women, to act wisely in human relations”. According to the Literature 
reviews social intelligence is vital for the survival of a human being and high social intelligence generally implies 
higher chances of survival, adaptability and sustainiability.  
 
LITERATURE REVIEW 
In one of the study Fagbohungbe et al., 2012 has established that counterproductive work behaviour was a serious 
concern among organizations because it hampers not only the performance of organizations and their employees but 
also have financial, social and psychological consequences on the organizations and employees. Researchers have 
concluded that appropriate organizational climate is supportive in the development of positive behaviours like OCB, 
innovative, creative and proactive behaviours (Patterson et al., 2004: 194; Lin and Lin, 2011: 586; Bindl ve Parker, 
2011: 32; Moghimi and Subramaniam, 2013: 3). Whereas the inappropriate organizational climate may lead to the 
negative work behaviours like; absenteeism, reporting late, putting little effort into work, taking excessive breaks, 
wasting resources, arguing workmates, acting rudely towards them etc. (Appelbaum et al., 2007: 588-589; Pena-Suarez 
et al., 2013: 137; Dawson et al., 2008: 92).  

Counterproductive behaviour broadly are defined as unproductive activities that are damaging to organizational goals 
and harmful to the organization by directly affecting its functioning or property, or by hurting employees in a way that 
will reduce their effectiveness (Mann et al., 2012: 142; Klotz and Buckley, 2013: 115) this typology has allowed 
researchers to present and discuss the information in an organized way and it presents broad and comprehensive 
perspective (Everton et al., 2007: 119).  

Study by Rishipal (2017) revealed that employees trust and counterproductive work behaviour has positive and 
significant association. 

The employee’s overall performance, their level of task performance is influenced by acts such as theft, abuse of staff 
and lack of support for the goals of organization (workplace deviant behaviours)   (O’Neill and Hastings, 2011).  

An organization whose environment is healthy directs its energy toward goals and brings more trust and high spirits for 
the individuals and thus increases the efficiency and commitment of the staff (Landi and Konte, 2010). According to 
the studies conducted by Rishipal (2015 & 2016) has shown that there was impact of employees Spirit at work and 
Work related quality of life. In another study by Rishipal (2015) the psychological characteristics were determinants of 
Counterproductive Work Behavior (2015). Employee development may act as a tool to check counterproductive work 
behaviour (Rishipal, 2015). As Chilick et al. (2011) believe, increasing individual and organizational efficiency levels 
is depended on concepts such as trust and deviant behaviour at work place.  
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Organizational trust between individuals and organizations can be the result of a bilateral agreement, to ensure how 
each one will act. When employees feel that their trust has been eliminated, there will be more serious deviant acts 
(Salmani and Radmand, 2009). 

OBJECTIVES 
1. To examine the tendency of Social Intelligence, Organizational Citizenship behaviour and Counterproductive Work 

Behaviour among employee. 
2. To find out the relationship between social intelligence and organisation citizenship behaviour 
3. To investigate the relationship between social intelligence and counterproductive work behaviour 
4. To investigate the relationship between organizational citizenship behaviour and counterproductive work behaviour 
5. To examine the  impact of social intelligence and organization citizenship behavior on counterproductive work 

behavior 
 
METHODOLOGY 
Research design 
Study was based on quantitative research involving descriptive and correlation non-experimental research design.  
 
Procedure 
For the collection of data a prior permission was sought from the Public Sector. Purpose of the present study was 
explained to employees. The subjects were assured that their responses and information given will be kept confidential 
and used for research purpose only. After assurance, Social Intelligence, Counterproductive Work Behaviour and 
Organisational Citizenship Behaviour scales were administered and data was collected. 
Sample  
Population for this study was the employees working in the Public Sector, one of public sector Company of India. From 
the selected population, a sample of 120 subjects was taken by using the convenience based purposive sampling 
technique of non-probability sampling method. Twenty four percent respondents in the selected sample were females 
and 76% males which were working at different level of positions in company, starting from Peon, Jr clerk, Sr. Clerk to 
Section Officers aged 30 years and above. 
Method of Data Collection 
Research data was collected by using questionnaire methods and three standardised tests were used for the purpose and 
details of tools are given hereunder: 
Tools 

A) Organizational Citizenship Behavior Scale: 
The psychological scale for OCB developed by Kumar, K. Bakhshi, A., & Rani, E. (2009) Organizational citizenship 
behaviour, International journal of Psychological studies, 1(2), 73, was used to measure the OCB. The scale consists of 
30 statements on a 5 point scale and with scoring pattern 1, 2, 3, 4 and 5 indicating higher scores with high 
organisation citizenship behaviour, (Never-1, Rarely-2, Sometimes-3, Frequently-4, Always). The test is standardized 
for the Indian population and the reliability of the scale was 0.82. 
     B) Counter Productive Scale 
The psychological scale for OCB developed by Spector, P. E., Fox, S., Penney, L. M., Bruursema, K., Goh, A., & 
Kessler, S. (2006). It is used to measure the resentment of the employees towards the organisation. This scales is a 
counterproductive behaviour checklist comprising of 45 questions on a 5 point scales and scores 1, 2, 3, 4 and 5 for 
Never, once or twice, once or twice per month, once or twice per week and every day. The total score indicated higher 
tendency of counter productive work behaviour. The counterproductive work behaviour construct demonstrated a good 
internal consistency for self-reported data ranging from 0.42 to 0.81 for various subscales (Spector et al., 2006). 
C) Social Intelligence Scale 
Social Intelligence Scale developed by Dr. S. Mathur (2007).This scale consists of 50 statements to know the social 
intelligence. The statements are to be marked on a 3 point scale and scores 2, 1, 0 respectively for yes, indefinite and 
no. The total score indicated the social intelligence of an individual. The inventory had test retest reliability of 0.89 
(N=60 time interval 15 days) on adolescent English knowing local sample. 
Both descriptive statistics such as; minimum score, maximum score range, mean, standard deviation and t-tests and 
inferential statistics, like; correlation and regression etc. were used to analyse and draw conclusions 
 
RESULTS AND DISCUSSION 

Table 1. Shows the descriptive statistical values for the dimensions of Social Intelligence, Organisation Citizenship 
Behaviour and Counterproductive work behaviour. 
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Variable N Range Minimum Maximum Mean Std. Deviation 

SI 120 38.00 60.00 98.00 87.2417 5.97051 

CWB 120 121.00 32.00 153.00 73.8083 22.67390 

OCB 120 43.00 104.00 147.00 131.0333 11.34259 
       
Table (1) exhibits various statistical values like mean score, range, standard deviation, and also the minimum & 
maximum scores calculated by using the data collected from 120 subjects, employees working with various public and 
private sector organizations selected by using purposive sampling technique. The statistical values have been calculated 
to measure the degree of tendency of Social Intelligence (SI), Organisation citizenship behaviour (OCB) and 
Counterproductive Work Behaviour (CWB) among the selected sample. Minimum and Maximum scores for SI were 
found to be 69 and 98 respectively. Range of scores in the sample for SI was 38, with mean score 87.24 and SD 5.97. 
Mean social intelligence score reveals that the tendency of Social Intelligence was average and the range and standard 
deviation shows the minimum dispersion in the scores which verifies the consistency of scores with minimum deviancy. 
As per the manual of social intelligence scale higher the mean score of sample higher will be the tendency of SI among 
sample and vice versa. Here the mean score of the sample is 87.24 with the SD is 5.97 which exhibits lesser scattered 
scores, thus both the values shows the consistency of the scores and verifies the higher tendency of SI among sample. 
Minimum and maximum scores obtained for OCB were 32 and 163 respectively. Range of scores in the sample for 
OCB was 43, with mean score 131.03 and SD 11.34. Mean organizational citizenship behaviour score reveals that the 
tendency of OCB was very high and the range and standard deviation shows the minimum dispersion of the scores 
which verifies the degree of consistency in scoring with a very little deviance. Higher the mean score for OCB, higher 
will be the tendency of OCB among sample and vice versa. Here the mean score of the sample is 131.03 with the SD is 
11.34 which exhibits least possible scatterings of scores, thus both the values verifies the consistency of scores and 
higher tendency of OCB among sample. 
Similarly the scores for the dimension of counterproductive work behaviour dimension were found to be 32 and 153 
respectively and the range, mean score and standard deviation values were 121, 73.81, and 22.67 respectively. Higher 
mean CWB score indicates higher the tendency of counterproductive work behaviour and lower the score higher the 
tendency of employees’ productivity in the sample. The mean score on the dimension CWB is 73.80 while the SD 
scores are 22.67 indicating the moderately significant presence of the tendency of CWB among employees. 
 
Table 2. Presents the Karl Pearson Correlation between The Social Intelligence and Organisation Citizenship behaviour 

Variables  SI OCB 

SI 
Pearson Correlation 1 .084 
Sig. (2-tailed)  .361 
N 120 120 

OCB 
Pearson Correlation .084 1 
Sig. (2-tailed) .361  
N 120 120 

Correlation values between social intelligence and organizational citizenship behaviour shows that there is a significant 
relationship between the two variables. The statistical value of correlation .08 reveals the strength of the relationship 
between the variables which is positive in nature implying higher the social intelligence higher the tendency of 
organizational citizenship behaviour and vice versa. Therefore the objective 2, stating the relationship between the two 
variables of SI and OCB was established. Also the Significant value (p value 0.01=0.25) <0.36, indicates the significant 
relationship between the two variables among the employees. 

Table 3 demonstrates the Karl Pearson correlation between the social intelligence and counterproductive work 
behaviour 

Variables  SI CWB 

SI 
 Pearson Correlation 1 -.142 
 Sig. (2-tailed)  .123 
 N 120 120 

CW
B 

 Pearson Correlation -.142 1 
 Sig. (2-tailed) .123  
 N 120 120 

http://www.ijaiem.org
mailto:editor@ijaiem.org


International Journal of Application or Innovation in Engineering & Management (IJAIEM) 
Web Site: www.ijaiem.org Email: editor@ijaiem.org 

Volume 7, Issue 6, June 2018              ISSN 2319 - 4847 
 

Volume 7, Issue 6, June 2018                                                                                                                         Page  95 

Karl Pearson correlation values between social intelligence and counterproductive work behaviour shows the there is a 
significant relationship between the two variables. The value    -.14 stating the correlation coefficient dictates the 
strength of the relationship between the two values which is negative in nature  implying higher the social intelligence 
lower is the counter productive work behaviour and vice versa. Therefore the objective 3, stating the relationship 
between the two variables of SI and CWB was verified. Also the Significant value (p value=0.05=0.19, 0.01=0.25)> 
0.12, indicates the moderately significant relationship between the two variables among the employees. 
 

Table 4 represent the suggested relationship between counter productive work behaviour and organisation citizenship 
behaviour 

 

The data presented in Table 4 shows that there is a significant relationship between the two variables. The value -.15 
stating the correlation coefficient dictates the strength of the relationship between the two values which is negative in 
nature predicting higher the organisation citizenship behaviour lower was the counterproductive work behaviour and 
vice versa. Therefore the objective 4, stating the relationship between the two variables CWB and OCB is verified. Also 
the Significant value (p value=0.05=0.19, 0.01=0.25)> 0.09, indicates the moderately significant relationship between 
the two variables among the employees. 

Table 5 represents the Regression Analysis indicating the impact of SI and OCB on the counter productive work 
behaviour. 

 
 
 
 
 
 
The table 5 exhibits the R and R2 values. The R value represents the simple correlation and is 0.20 (the R value) which 
is moderately significant. The R2 value (which is the R square column) indicates how much the total variation is in the 
dependant variable (CWB), which can be explained by the independent variable (SI and OCB). Here in this case its 
40% which is not very large, but moderately significant. 

Table 5 Presents Standardized and non-standardized Beta coefficient analysis between OCB and SI. 

 
 
The Tables 6 exhibits the necessary information to predict the impact of OCB and SI on the tendency of CWB. Beta 
values presented in the table 6 clearly exhibits that OCB and SI have an impact on CWB but not highly significant, 
since the significant value .12 and .15 indicating the mild significant impact, not highly representative. Hence simple 
linear regression was calculated to predict the CWB based on SI and OCB which finally declared the moderate impact 
of SI and OCB on CWB. 
 

Variables  CWB OCB 

CWB 
 Pearson Correlation 1 -.153 
 Sig. (2-tailed)  .095 
 N 120 120 

OCB 
 Pearson Correlation -.153 1 
 Sig. (2-tailed) .095  
 N 120 120 

Model Summary 
Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .200a .040 .024 22.40286 
a. Predictors: (Constant), si, ocb 

Coefficients 
Model Non-standardized Coefficients Standardized Coefficients T Sig

. B Std. Error Beta 

1 

(Constant) 154.050 36.842  4.181 .00
0 

OCB -.284 .182 -.142 -1.565 .12
0 

SI -.493 .345 -.130 -1.427 .15
6 

a. Dependent Variable: cwb 
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Discussion 
The present research attempts to find the relationship between the three variables SI, OCB and CWB of employees 
working in Public Sector. The increased attrition rate along with low productivity, employee motivation and 
performance are some of the setbacks reported highly by the organisations. The main notion behind the study is to 
understand the relationship between the understudy variables and how well they contribute to the organisational growth 
related functioning. The first objective of the study was to examine the tendency of SI, OCB and CWB among the 
desired population, and the results revealed the prevalence of all the three variables. Table 1 declares the mean, SD, 
Range, Minimum and Maximum scores of the sample on all the three variables. Through second objective we tried to 
analyse the relationship between SI and OCB and the results affirmed the positive significant relationship between the 
two variables stating high SI leads to High OCB. A study by Appelbaum, 2007 and Suarez, 2013 also talked about how 
the inappropriate organizational climate may lead to the negative work behaviours like; absenteeism, reporting late, 
putting little effort into work, taking excessive breaks, wasting resources, arguing workmates, acting rudely towards 
them etc. The third objective was to find out the relationship between SI and CWB and the results proclaimed the 
negative relationship between the two variables indicating high SI leads to low CWB, as also indicated by Work related 
quality of life and the tendency of Counterproductive Work Behaviour by Rishipal, 2016. The fourth objective also 
declared a negative relationship between OCB and CWB indicating higher OCB will lead to low CWB similarly lower 
CWB will lead to higher OCB, As indicated in the study by Konte, 2010 stating an organization whose environment is 
healthy directs its energy toward goals and brings more trust and high spirits for the individuals and thus increases the 
efficiency and commitment of the staff. Through the final objective we try to find out the impact of SI and OCB on 
CWB which declared that the impact is present but is not highly significant, Low SI and OCB can result in high 
counterproductive behaviour which is not only detrimental to the organisational but also for the employees of the 
organisation. Hence through this research we tried to discern the relevance of SI and OCB in curbing CWB and any 
work related problems. High social intelligence and organisation citizenship behaviour can not only accelerate the 
performance of employees to organisation but it also adversely affects the overall commitment of employees towards the 
organisation. 

The study demonstrates that there is a significant relationship between social intelligence, organisational citizenship 
behaviour and counterproductive work behaviour. The social intelligence shares a positive relationship with 
organisation citizenship behaviour while it shares a negative relationship with counter productive work behaviour, 
implying higher social relationship higher is the organisation citizenship behaviour while the higher social intelligence 
lower is the counter productive work behaviour respectively. Also in the study we tried to find out the impact of SI and 
OCB on CWB which resulted in moderately significant impact on the dependant variable among the sample chosen. 
The analysis shows that the social intelligence and organisational citizenship behaviour have a relatively higher 
proportion of variation on the populations than the counter productive work behaviour. 
The study tried to examine the influences from the individual to the organization and from the organization to the 
individual. Processes at and across individual, group, and organizational levels intertwine and affect one another in 
each and every way possible, such that productivity improvements at one level do not translate simply into productivity 
improvements at higher levels. The idea that leaders need social skills, like psychologist Edward Thorndike pointed out 
that “the best mechanic in a factory may fail as a foreman for lack of social intelligence.” Organisational citizenship 
behaviour and social intelligence has a critical relation with organisational functioning. Through this study the idea 
propose that organisational citizenship behaviour especially the social participation, advocacy participation, functional 
participation and focus on task contribute to internal learning, explorative learning, emergent learning consequently 
enhance organisational citizenship behaviour. 
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